	Title of the policy
	Long Service Award Policy and Procedure

	Date
	14 May 2014

	Lead Officer
	Sally Dobrowolska

	Who else is involved in undertaking this assessment?
	N/A


Step 1 – Overview of policy/function being assessed
	A. Outline: What is the purpose of this policy? (specify aims and objectives)

	The purpose of the document is to provide guidance on handling Long Service Awards within the Council.  It outlines the criteria for an employee to achieve a Long Service Award, and the procedure to follow where the required service has been achieved.


	B. What specific groups is the policy designed to affect/impact?

	The policy will impact on all employees across Charnwood Borough Council employed under the Joint Negotiating Committee for Local Government Services (JNC), National Joint Council for Local Government Services (NJC) and Joint Negotiating Committee for Local Authority Craft and Associated Employees (Craft).
The Long Service Award is an employment-related right, and as such non-employees will be ineligible eg agency and casual workers.

	C. Which groups have been consulted as part of the creation or review of the policy?

	There has been legal input alongside consultation with the management team within Charnwood Borough Council and trade unions (Unison, GMB) as part of the creation/review of the policy.  



Step 2 – What we already know and where there are gaps

	A. List any existing information/data do you have/monitor about different diverse groups in relation to this policy?  Such as in relation to ethnicity, religion, sexual orientation, disability, age, gender, transgender etc. 

Data/information such as:

· Consultation

· Previous Equality Impact Assessments

· Demographic information

· Anecdotal and other evidence

	Charnwood Borough Council produces a quarterly report on the Council Workforce and Equality Targets.  The figures within that demonstrate that for the latest quarter of analysis that the:

· number of employees female employees = 303
· number of male employees = 240

· number of disabled workers = 20
· number of employees over 25 = 518



	B. What does this information / data tell you about diverse group? If you do not hold or have access to any data/information on diverse groups, what do you need to begin collating / monitoring? (please list)

	The information outlines the relevant statistics in terms of the areas of risk for this policy.  It highlights the areas where the potential for risk has been reduced by the new proposed policy wording in terms of sex, age and disability related discrimination claims.



Step 3 – Do we need to seek the views of others? If so, who?

	A. In light of the answers you have given in step 2, do you need to consult with specific groups to identify needs / issues? If not please explain why.

	There is no further need to consult with specific groups to identify needs/issues.  
The proposed document has been amended to reduce the risk of potential discrimination claims against the Council.  The current policy refers to female employees, maternity and child raising.  As periods of maternity leave are counted as part of normal employment, the apparent reference to this as an absence which may cause a break in employment could be interpreted as being discriminatory.  Further, as there are now facilities that allow the father (or partner of the mother/main adopter) to share part of the maternity leave allowance, it is possible that a male employee may take maternity leave.  It is also noted that in some families, the parent or parents may be male.  Under the current wording, male employees responsible for childcare are potentially significantly disadvantaged, and this could be used as the basis for a discrimination related claim.
The policy has been written to reduce the risk of claims due to discrimination and age, by removing the criterion to make awards for non-continuous service of 30 years or more, with breaks for reasons other than “maternity/child raising”.  The proposed wording states that the Council could consider non-continuous service if there are extenuating circumstances.



Step 4 – Assessing the impacts
	
	In light of any data/consultation/information and your own knowledge and awareness, please identify whether the policy has a positive or negative on the groups specified and provide an explanation for your decision. (please refer to the general duties on the front page)

	Age
	The wording provides the option of recognising longer periods of service as considered appropriate, for example 40 years.  It is advisable to bear in mind that there is a potential for age discrimination related claims on the basis that younger employees may not be able to achieve the same level of service to qualify for a similar award as the recipient.

	Disability (physical, visual, hearing, learning disabilities, mental health)
	The policy has a positive impact on those with disabilities as it removes the criterion for non-continuous service of 30 years of more, with breaks for reasons other than maternity /child raising.  This could have been a break due to a disability and could have meant that in those circumstances, an employee with a disability would have had to achieve a further 5 years of service with the Council to get the award.

The wording provides the option of recognising longer periods of service as considered appropriate, for example 40 years.  It is advisable to bear in mind that there is a potential for disability discrimination related claims on the basis that disabled employees may not be able to achieve the same level of service to qualify for a similar award as the recipient.

Employees with learning difficulties may be disadvantaged in respect of engaging easily with the procedure and being able to fully explain their circumstances or request relevant support.


	Gender 
	The policy has a positive impact as it removes the apparent reference to female employees having breaks for maternity and child raising.  Periods of maternity leave are counted as part of normal employment, and the reference to a “break” could therefore be interpreted as being discriminatory.  

Further, it recognises that facilities are now in place allowing the father (or partner of the mother/main adopter) to share maternity leave.  It should also be noted that in some families, the parent or parents may be male.  

The wording provides the option of recognising longer periods of service as considered appropriate, for example 40 years.  It is advisable to bear in mind that there is a potential for sex discrimination related claims on the basis that female employees may not be able to achieve the same level of service to qualify for a similar award as the recipient.

	Religious Belief
	N/A


	Racial Group
	N/A


	Sexual Orientation
	N/A


	Transgender


	N/A


	Other protected groups (pregnancy & maternity, marriage & civil partnership)
	The policy has a positive impact as it removes the apparent reference to female employees having breaks for maternity and child raising.  Periods of maternity leave are counted as part of normal employment, and the reference to a “break” could therefore be interpreted as being discriminatory.  

Further, it recognises that facilities are now in place allowing the father (or partner of the mother/main adopter) to share maternity leave.  It should also be noted that in some families, the parent or parents may be male.  



	Other socially excluded groups (low literacy, priority neighbourhoods, socio-economic, etc)
	N/A

	All
	N/A



Step 5 – Action Plan
	Please include any identified concerns/actions/issues in this action plan:
The issues identified should inform your Service Plan and, if appropriate, your Consultation Plan

	Question Number

(Ref)
	Action


	Responsible Officer


	Target Date

	
	The wording provides the option of recognising longer periods of service as considered appropriate, however in doing so, it is advisable to bear in mind that there is a potential for age discrimination related claims on the basis that younger employees may not be able to achieve the same level of service to qualify for a similar award as the recipient, and equally a potential for sex or disability related claims.
	SD
	Risk outlined during consultation and agreement process.

	
	
	
	

	
	
	
	

	
	
	
	


Step 6 – Who needs to know about the outcomes of this assessment and how will they be informed

	
	Who needs to know

(Please tick)
	How they will be informed

(we have a legal duty to publish EIA’s)

	Employees
	√
	This assessment will be sent to the Service Head for agreement and published on the intranet.  It will form the basis for producing a policy that is designed to remove barriers and have a positive effect as it enables all employees to have access to information on Long Service Awards.  They will be informed and information will be available via the intranet.

	Service users


	
	

	Partners and stakeholders


	
	

	Others


	
	

	To ensure ease of access, what other communication needs/concerns are there?
	√
	The policy would be available to all staff and published on the intranet.


Step 7 – Conclusion (to be completed and signed by the Service Head)
	Please delete as appropriate

	I agree / disagree with this assessment / action plan


	If disagree, state action/s required, reasons and details of who is to carry them out with timescales:



	Signed (Service Head):

	Date:


Please send completed & signed assessment to:  Rachel Beaumont
January 2011

