EIA, Part “A”: “Policy” ID
This part identifies the policy undergoing EIA as well as key contacts and authorities involved in the EIA process

The Policy

Policy name
Staff Training and Continuing Professional Development 

Policy reference code (if any)
_____________

Latest update of this document:


Date updated


 January 2008


Updated by


Dr Steve Ketteridge 

Section(s) updated

All

Type of Policy change:


( A. Existing policy


 B. Proposed change to existing policy*

NB: If the EIA of the underlying/existing policy is
nonexistent or out-of-date, 
then it must be conducted/updated 
prior to, or coincident with an EIA of any change.


 C. Proposed new policy

Policy Aim(s):
To inform all members of the College about the support available for staff development and training

Policy Objectives:
To provide a rationale for the provision of appropriate development opportunities to support personal development and departmental objectives. 

Policy Intended Outcomes:   To provide training and development opportunities which demonstrably enhance both personal development and College/departmental services in line with College strategic plans and Equality/Diversity and HRD action plans.
Policy Stakeholders:

1.
The College 

2.
Educational and Staff Development Directorate
3.         All full and part-time members of College staff 

.EIA, Part “B”: Screening short EIA

This part documents the screening (short-form) EIA process which must answer the question (a legal standard), “Is the policy relevant to Equality & Diversity”?

If the screening tests below show the policy is “relevant to Equality & Diversity”, 
then an assessment should be undertaken to see if there are any negative impacts that arise.

If the screening tests below show the policy isn’t “relevant to Equality & Diversity” or does not have any negative impacts then only this screening (short-form) EIA is required to be completed, approved and published.  A long EIA isn’t required.

Policy Stakeholders: those directly or indirectly affected

Stakeholder identity



How affected by policy
1.
The College



Effective use of financial and staff 







resources.







Well targeted development provision to 






enhance College services and the delivery of 





College strategic plans.






Staff retention and development.

2.
The staff



Access to and support for appropriate training 





and development opportunities for their work.






Opportunity to enhance and development 






their personal skills and qualifications.
3. Educational and Staff Development 
Provision of a framework for professional 






planning and service development.


Screening Tests
The following screening “tests” are a guide to determining “relevance to Equality & Diversity”

Test 1: Policy Impact Groups

	Policy Impact Groups

	
	Will the policy
directly, or indirectly, impact:
	Yes
	No
	

	
	
	
	How?
	Evidence
	

	
	Students
	(
	
	
	

	
	Staff
	(
	
	
	

	
	Visitors
	
	
	
	

	
	Suppliers
	
	
	
	

	
	Partners
	
	
	
	


Test 2: Differential/Disproportionate Impact

Are particular groups of policy stakeholders (e.g., students or staff) likely to have different needs, experiences and/or attitudes for which the policy must take account?

( Yes.    

· Staff development provision will vary for different staff according to the requirements of their work and possible legal requirements(e.g. health and safety) and  the need to develop and enhance their personal skills in order to;

· Gain the initial skills and knowledge for their job

· Update professional / managerial and technical skills

· Prepare for a new role

· Develop their careers
· All staff are offered access to appropriate development activities through general publication of the ESD handbook in hard copy (which goes to all members of staff) and via the ESD web-site (which is SENDA compliant). Places on course can be booked either electronically or via telephone or personal visit so there are no issues of limiting access to information for any group of staff.

· As the current access to on-line learning increases with the development of e-learning components of courses in ESD there will be scope for even greater take up of developmental opportunities across most staff groups.

· Courses are held in physically accessible locations and any staff needing additional help to attend is invited to alert ESD to their needs in advance. To date these have all been possible to meet. Managers are expected to accommodate shift workers attendance at courses. 

· Issues of equality and diversity are integrated into all ESD courses and ESD staff conduct annual audits of their courses to ensure that material used etc. cover diversity in a positive way.

· Courses are regularly evaluated (via questionnaire/ focus group/ interviews/ on-line) by course leaders and developments planned both as a result of this process and more broadly, following College priorities and plans.

· Some of ESD accredited courses are targeted at particular staff rather than being open access. The Postgraduate Certificate in Academic Practice (PGCAP) for example, is a probationary requirement for many new lecturers and attendance is determined by their role and College policy. The diversity or otherwise of attendees therefore is decided at recruitment stage and ESD have no control over this. The programme for academic leaders and Heads of Department is similarly determined.
· The Certificate in Learning and Teaching (CILT) is by contrast open to part-time educators (predominantly from the NHS) and therefore very mixed by gender and ethnic origin. 

· The ESD annual activity report on attendance at ESD courses regularly shows a fairly even distribution of places by gender (based on attendance records); a reasonable percentage reflection of minority ethnic staff numbers and staff with disabilities (based on course leaders’ observations). ESD is reliant on HR records for this formal feedback on gender and ethnic makeup of the courses because as a unit we are not able to formally record any equality information about named course attendees.
· Specially designed programmes and courses for identified groups within departments are prepared and delivered on demand to meet departmental objectives and Investors in People (IIP) development plans.

· The policy recognises the diversity of need and the ESD programmes are designed to reflect this, within the resources available.
There is not felt to be a need for a full equality impact assessment of this policy.

Test 3: E&D Influence

Are there any aspects of the policy influenced by, or having implications for E&D law or good practice?

( Yes.   

Test 4: Positive duties

	Policy Impact Groups

	
	Could aims or implementation of the policy
impair ability to meet positive duty to:
	Yes
	No
	

	
	
	
	How?
	Evidence
	

	
	Promote equal opportunity
	
	(
	Anti-discrimination and equality of opportunity integrated into all ESD work. Reasons for ESD decisions eg, on access to development opportunities/ funding or grants have transparent and public criteria.
	

	
	Eliminate discrimination
	
	(
	See above
	

	
	Promote good relations
	
	(
	See above
	


If your answer to any of these questions is YES, then

Contact Sanchia to see whether a long EIA needs to be completed.

If you have answered NO to all of these questions, then 
1. Arrange for the proper approval authority to “sign-off” a statement (usually head of department or institute)
(supported by the evidence of this screening EIA) that the policy isn’t “relevant to Equality & Diversity” or does not have any negative impacts

2. File the screening report and associated documentation 
and email a copy to Sanchia Smithson at s.alasia@qmul.ac.uk
I confirm that the policy does not have any negative impact on equality and diversity.

Name _________________________  Position __________________________

Signature________________________Date_____________________________

