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Audit Scotiand Equality impact Assessment

Policy Titles'

Redeployment Policy .and
Procedure

Redundancy Policy and Procedurs

Siralegic Outcome

To ensure employees subject to

redeployment and vulnerable to

redundancy are ireated fairly and
reasonably.

Direciorate

Corporate  Services Group -
Human Resources.

We have completed the
equality impact assessment
for this policy. {deiete as
appropriate)

Name: Jennie Slessor
Position: Senior CD Consuliant

Date: 25 May 2012

Approval by Director on behaif
of - - Business - Group
Management Team

Name: 10; so  fA |

Position: Chief Operating Officer

Date: 2@/@, /;2

Sign off by the Diversity &
Equality Steering Group
(DESG) Chair on behaif of the
DESG members

Name: : .

Date:. =a/&//2.

Once the EQIA documentalion has been completed and signed
off arrangements will be made by the Diversily & Equality




Steering Group and communications team {c publish the
summary resulis from the EglA on Audit Scotland’s website,

Step 1: Defing the aims of the

oolicy

What is the purpose of the proposed
pelicy (cr changes o be made to the

policy)?

‘responsibility

Audit Scofland has a legal and ethical
as a reasonable
employer io ensurs that staff are
supporied and treated Tairly and
equitably when thsy ara subject o
redeployment or vulnerable 1o
redundancy. These  policies
demonstrate this commitment and
sxplain the support avallable and

procedures to be followed in
redeployment  and redundancy
sHuations.

Who is affected by the policy or who
is intended to benefit from the
proposed policy and how?

All Audit Scotland employees (fixed
term and permanent), management
and the PCS union will be affected
and benefit from these policies. The
aim of the policies is to ensure a fair
and reasonable approach to
redeployment and redundansy.

Amound 15 employees are members
of the Civit Service Compensation
Scheme {CSCS) which outlines terms
set by the Cabinet Oifice in
redundancy and voluntary early
release situations. Where this is the
case, the rules oullined in the C3CS
will apply and Audit Scolland has no
discretion to change these rules.

How have you, or will you, put the | There are a number of key
policy into practice, and who is or will | stakeholders who are important in
be responsible for delivering it? ensuring that the policies are
implemented fairly and fransparently.
For example, Audit Scotland’s

Management Team, business group
managers, employees and the PCS

union. Each policy confains an
appendix outlining the key
stakeholders and iheir main

responsibilities.

In order to deliver the requivemenis of




the policies, it is crifical that line
mangers follow the procadures
outfined in the policies.  This will
ensure that Issues prior {o, during
and subseguent: fo organisational
change are managed fairly and
consisterntly. Support will be
available o line managers from
Human Resources.

The policies will be communicatéd to
staff and published on owr ishare

sysiem.
How does the policy fit into our wider | These policies fink fo our commitment
or related policy initiatives? © | within a rangs of other policies fo

ansure empioyeas are treated fairly,
reasonably and with respect. '

Do you have a set budget for this | No.
work?

Step 2 What do you already know about the diverss
naeds and/or experisncss of your target audience?

Do you have informaiicn on:

Age e, L | Yes
Disability : Yes
Gender Yes
Leshian, Gay, Bisexual & Transgender Yes
Race - _ Yes
Religion and Belief : - | Yes

Evidence: Staff profile information outlined below is as at March
2012 (as per our 2011-2012 Single Equality Scheme progress
report).  The Redeployment and Redundancy policies and
procedures are new. Therefore, we do not have any direct
evidence of those who have been subject to them to assess the
likely impact on various equality sfrands. Human Resources will
keep a record of those affected and observe this over time o
ascertain if any frends are forming.

Consultation: We have consulted and negotialed with the PCS
union in developing these policies. n addition, we have consulted
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with Audit Scotland’s Management Team and Remuneration
Committee/Board in formulating the policies. Our employment
fawyers have also been consulted to ensure the policies are legally
compliant, non discriminatory and in line with good practice
guidance.

Benchmarking:  Alongside consultation and negotiation
processes, a numbper of other comparable organisations were
approached for advice on their approach to redeployment and
redundancy. In addition, information was sought from both the
Lothian Pension Scheme (LPS) and the Civil Service
Compensation Scheme {CSCS). Good practice guidance was also
obtained through the Chartered Instituie of Personnel and
Development (CIPD) and the Government. Information was
shared with the PCS union and this has informed the development
of our policies to ensure our approaches are fair and reasonable.

Age l The age range split for staff is:
" 16-24 (2.3%)

25-34 (24.2%)

35-49 (45.7%)

50+ {27.9%)
Disability .. |Thepercentage-of staff with-a-deciared disability
is 3%. '
(Gender The represemdation of males and females is the
same as in 2008-261C at 49.8% and 50.2%
respectivaly. : '
Lesbian, Gay, Bisexual | go.89% of staff are heterosexualistraight; 4.9%
& Transgender did not want to disclose this information; 35.5%

have not responded to confirm and the
remainder are either a gay man, gay woman or
bisexual (1.9%).

Race The representation of ethnic minority staff at
Audit Scotiand (AS) is 2.6%.

Religicn and Belief 30.8% of staff have not disclosed any religion.
26% of staff have no religion or stated not
applicable. 15.1% are Church of Scotland; 8.8%
Roman Catholic; 4.2% prefer not to say; 3.4%
cther Christian and 1.9% are either Sikh,
Jewish or another religion.




Step 3: Do you have enough information o help you
understand the diverss nseds and/or sxpsriences of vour
iargst audience?

i not, what slse do you nsed 10 know?

Do you have emough|Yeg |
information o procesd? [

Once the policies are
implemented we will be able fo
‘assess the impact on those
affected and whether any trends
are forming over time.

Disability Do you have enough | Yes
information to procesd?

Once the policies are
implemented we will be able {o
assess the impact on those
affected and whether any trends
are forming over time.

Gender _ Do vyou have enough | Yes
- | informaiion o proceed?

Once the  policies  are
imptemented we will be able o
assess the impact on ihose
affected and whether any trends
are forming over time.

Lesbian, gay, bisexual and|Do you have encughiYeg
information: to procsed? :

transgender 1Once the  policies  are
implemenied we will be able to
assess the impact on those
affected and whether any frends

are forming over tims.

Do you have enough | Yes
information to procead?

Once the  policies are
implemenied we will be able o
assess the impact on those
affected and whether any trends
are forming over time.

Religion and Belief | Do you have enough|Yes
: informnation to procasd?

Once the  policies  are|
implemented we will be able fo
assess the impaci on thoss

Age

Race




affected and whether any trends
are forming over time.

%
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i8p 4: What doss the information you have tell you abou
how this policy might impact positively or negatively on
the different groups within the largs? audisnce?

General: Audit Scotland advocaies redeployment as a means of avoiding or
reducing the number of redundancies. This benefits all employees in ihat it
offers redeployment opportuniies (where these are available) to enable
continuous employment.  Whilst the redeployment process does inhibit
external recruitment and may reduce the likelthood of Audit Scotland recruiting
a more diverse workforce, we have a statutory obligation to assist employess
to secure redeployment. Thersfore, it is a necessary and positive step to
have a frammework and policies in place io assist with this process.

if & redundancy situation was to arise, and selection criteria were required, we
would aim o agres with the PCS union what criteria should be applied. Atthis
selection stage, we wotld considér the impact of any particular criteria on
diversity and equalily.

Age Auéit'Scotlancf does not currenily have policies
covering redeployment or redundancy. The policies

siaif are treated fairly, iransparently and reasonably.

Consultation with the PGS union and other key
stakeholders carried out to date should ensure that
these new policies do not negatively impact on
different age groups within the organisation.

There is some evidence that people of different
ages are treated differently in respect of redundancy
as follows:

Employees with under 2 years service are nof
eligible for a redundancy paymenit. This may be
considered - disadvantageous by younger
employees. However, this represents a statuiory
requirement to receive a redundancy payment.

Redundancy payments are based on the statutory

will apply to all empioyees and they aim fo ensura |




model where individuals receive a redundancy
payment based on age and length of service”,
This may be perceived as disadvantageous by
younger employees and advantageous by older
employess. However, it was considered that
paymenis based on age and length of service was
objectively justified and provided a means of
providing appropriate levels of compensation to

employees.

The UK government alsc applies a cap to

redundancy payments for those over age 61. Audit
Scotland’s redundancy paymenis are based on this
statutory model (enhanced by a factor of 2.2).
- Therefore, we are compliant with legislation in this
area, However, Human Resources note that this |
may change in future. Human Resources will keep
an eye on this {o ensure our policies are in linge with
legisiation if it changes in future. '

Individuals who are over 55° and are members of
the Local Government Pension Scheme are eligible
for immediate pension benefits if made redundant. .|
This could be considered disadvaniageous fo
younger employees who woutld not have access. fo |
pension benefits, However, this is a condition of |
the pension scheme over which Audit Scotland has

no discretion.

Length of service will not generally be used {o select

empioyees for redundancy. This is in line with good

practice guidance. Any selection criteria relating fo

experience will need {o be carefully applied, taking

1 account of any potential indirect discrimination on
the basis of age. : '

Colleagues who are members of the Civil Service
Compensation Scheme {(CSCS) are bound by
Cabinet Office rules and regulations in relation fo

% See appendix 1 for detals of the statutory model. _
® In the Local Governmeant Pension Schems, access to pension at age 50 is protected for an
smployes who was a membier of the 1898 scheme on 5 April 2006. For all others access to

pension is from age 55 cnwards.




redundancy {(voluntary and compulsory) - Audit
Scotland w;!! adhere {o these rules for this group of

staff.

With regards redeployment, there is no evidence
that employees of different ages would be treated

differenily.

Disabiiity

Cther policiss exist {0 specifically deal with
reasonable adjustments.

Policies have been created with the purpocse of
ensuring that all staff are treated fairly, transparently
and reasonably, irrespective of whether they have a
disability or not. Reasonable adjustments will be
made as required during the process.

Consultation carried out to date should ensure that
these new policies do not negatively impact on
those with a disability. .

With regards the use of selection criteria in
compulsory redundancy situations, we acknowledge
that absence directly related o a disabiﬁty may

need t0 be removed {o ensure the cmena |s non~
. 'ﬂismm]nat{}fy . e o mmmr mws i e

Gendsr

Policies have been creaied wilh the purpose of
ensuring that all staff are treated fairly, transparently
and reasonably, irrespective of gender.

Consultation carried out to date should ensure that
these new policies do not negatively impact on
male, female or transgender employees.

With regards the use of selection crileria in
compulsory redundancy situations, we acknowledge
that pregnancy related absences shouid not be
faken inio account.

With regards priority for redeployment, our policy
reinforces the legal position that employees on
rmaternity or additional paternity leave would be
entitled to first refusai on any suitable alternative

employment.




Lesbian, Policies have been created with the purpose of
Gay, ensuring that all staff are treated fairly, transparenily
Bisexual & |and reascnably, irrespective of sexual orientation.
Transgender
| Consultation carried out ic date should ensure that
these new policies do not negatively impact on
employees of a given sexual orientation.

Race Policies have been created with the purpose of
ensuring that all staff are ireated fairly, transparently
and reasonabiy, irrespective of race.

Consuitation carried out to date shouid ensure that
these new policies do not negatively impact on
employess of a particular race.

Religion and | Policies have been created with the purpose of

Belief ensuring that all stafi are reated fairly, fransparenily
and reasonably, irrespective of religion and/or belief. |
Consuliation carried out to date should ensure that
these new policies do not negatively impact on
employees with a particular religion or belief.

Step &t %ﬁigiﬂ you be ma%mg any Q%‘?E?Q@S ouwr %cy’?

Are there any changes‘?

Age Yes No X

Disability Yes No X

Gender Yes No X

Lesbian, Gay, Bisexual & Transgender Yes No X

Race Yes No X

Religion and Belief _ Yes No |x

Please identify:

= what action you will take
= who will take that action
= when that action will be taken.




Step 8: Doss vour policy provide the opporiunity fo
oromote eguality of opporiunity or good reiations by
altering the policy or working with others?

Age Yos
Disability Yes
Gender Yes
Lesbian, Gay, Bisexual & Transgender Yes
Race : ' Yes
Religion and Belief Yes

Age

! The palicies aim {o keep all employees,
regardless of age, in employment
wherever this is possible. Where this is
not possible and employees are subject
to redundancy, the redundancy policy
emphasises the support Audit Scotland
will provide,  the procedures fo be
followed and the tariff that would apply to
all staff.

Disability

The policy does not cover redeployment
specifically with regards alterations that
might represent reasonable adjustmenis.

However, the policies aim 1o keep all
smployees, regardless of whether they
have a disability or not, in employment
whearever this is possible. Where this is
not possible and employees are subject
to redundancy, the redundancy policy
emphasises the support Audit Scolland
will provide, the procedures io be
followed and the farifi that would apply to
all staff.

Gender

The policies aim to keep all empioyees,
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regardless of gender, in employment
wherever this is possible. Where this is
not possible and employees are subject
to redundancy, the radundancy policy
emphasises the support Audit Scotland

will provide, the procedures {0 bej

followed and the iariff that would apply to
all staff.

The policies aim fo keep all employess,
regardless of sexual orientation, in
amployment wherever this Is possible.

Where this is not possible and|

employees are subject fo redundancy,
the redundancy policy emphasises the
support Audit Scotland will provide, the
procedures ic be followed and the tariff

that would apply fo all staff.

Lesbian, Gay,
Bisaxual &
Transgender

Racs

The policies aim to keep all employees,

regardiess of race, in  employment

wheraver this Is possible. Where this is
not possible and employees are subject
to redundancy, the redundancy policy
emphasises the suppori Audit Scotland
will provide, the procedures io be

followed and the tariff. that would.apply fo |

alj siaff.

Religion and Belief

The policies alm to keep all employees,
regardless of religion or belief, in
employment wherever this is possible.
Where this is nof possible and

employees are subject to redundancy, |

the redundancy policy emphasises the
support Audit Scotland will provide, the
procedures to be followed and the tariff
that would appiy 1o all siaff.

i




Siep 7: Basad on the work you have dong - rats the lsval
of relevance of your policy

Age | Disability | Gender | LGBT Religion | Race
and
helief
High:
= Therg is substaniial evidence thai

peaple from different groups or
communities ars {or could be)
‘differently affecied by the policy
{positively or negativaly)

There is subsiantial pubiic concam
shout the policy, or concermns have
been ralsed about the policy’s
poiential impact by relevant bodiss
The policy Is relevant fo all or part
of the respeciive general duty, in
the case of race, disability and
gender.

Medium:

L}

~ There is some evidencea that

paople from different groups or
communities are {or could ba]
differently aifected {positively or
negatively).

There is soms public concem
abott the policy. :
The policy Is relevant io paris of
the respective general duty, in the
case of race, disability and gender.

Low:

There is litile or no evidencs that
some paopls from different groups
or communities are {or could be)
differently affected (posiiively or
negatively}.

There Is liitle or no evidence of
public concern about the policy.
The policy has little or no relevance
1o the respective general duty, iy
the case of race, disabiiity and
dender.

Unknown:

Ao evidence or data has baen
collected therefore an assessment
cannot be made.

4 Age is the most relevant diversity strand to these policies, particuiardy the redundancy policy
and procedurs. The differences (described in step 4 of ihis Equality Impact Assessment}
result from either staiutory provisions or pension scheme rules which eannot be alfered. For
exampie the siatutery ready rackoner for redundancy payments based on age and length of
service or aceess fo immediate pension benefits on turring age 55 {or 50 for protecied
‘members of the local government pansion schemsa).




Siap 8: Is 2 further impact assassment reguired?

Age Yes X No
Disability Yes | X No
Gender Yes X No
Lasbian, Gay, Bisexual & Transgender Yes X No
Race  lYes |x No
Religion and Belief : Yes No

if yvou have answered ves please explain why

The policies should be reviewed once they are in place and being used. A
raview will be undertaken during May 2013,

i§ vou have answerad no pleass explain why

Step 9: Explain %@ﬁ; you will monitor and evaluate this
. _.?ﬁéssyﬁ;é%ém ¢ sirategy io measurs progress? .

Ploase explain how monitoring will be undertaken, when it will take
place and who is responsible for undertaking it:

Human Resources will monitor those affected by the redepioyment and
redundancy policies to ascertain if any frends develop over time. A review of
the past year will take part annually as part of our equalily scheme raview.
We will report on ihis as part of monitoring where confidentiality is not

breached.

Human Resources and the PCS union will monitor the effeciiveness of the |

Implementation of policies following each organisationai'change situation.
This will help address any specific concerns or issues regardmg a specific

exercise.

The Human Resocurces staff handbook is reviewed each year — these policies |-

will be reviewed next in May 2013 and the PCS union will giso be invited to

comment at this time,
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impact

Please summarise in no more than 200 words the nature of the policy
and main improvements, outcomes and impact as a result of this review

Audit Scotland has a legal and sthical responsibility as a reasonable employer
"| to ensure that staff are supported and ireated fairly and equitably when they
are subject to redeployment or vulnerable to redundancy. Thersfore, we have
developed -redeployment and redundancy policies in liaison with ocur PCS
union. These new policies demonstrate this commitment and explain the
support available and procedures fo be followed in redeployment and

redundancy situations.

This EIA process ideniified that the most relevant protected characteristic
when considering redundancy is age. However, differences are due o
statutory based models or pension scheme arrangements.

Across the other protected characteristics (redundancy and redeployment)
there is fitlle or no evidence that pecple are differently affected as the policies
are new. However, Audit Scotland will monitor the protected characteristics of |
those subject to the poficies and will review the EJA in future to identify any

diversily or equalily issues.

Both policies have now heen communicated to staff as part of a general
communication by Management Team and are available from ocur Siaff

Handbook. '
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Appendix 1
STATUTORY REDUNDANCY PAYMENTS READY RECKONER
Calculate the number of weeks' redundancy pay by cross-referencing the employes’s ags and completed years of
confinuous seniss™,  Multiply that number by the lower of the employeg’s actual week’s pey and the statutory zap*ﬂ For
details of how Audit Scotland wll i improve the siatutory redundaacy payment see seclion 3 of appendix D and ihe workad

sxampie at the end of this appendic.

{ Completed Years of Servica '
2t3i4lsls| 78] 9401112113 114i15 16 14718 | 18] 20
Age - :
17+ 4
18 1 14
18 11 2t
20 1119 2 [2%
21 iM% 2 2% 3
22 1 342 214 3 | 3%
23 15 20w a3 4 (4%
24 2w aisul4i44] 5 | 5% _
25 2i31B% 444 5 |54] 8 |64
) 213[44%5|8%u] 8 ({64 7 |74
27 2/314|55% 6 [6%] 7 |74 8 |BA
28 2|3i4|5(ei6nl 7 74| B8 [8%| 8 |8
29 213[4)518] 7 174 8 |84 8 |o%| 10 |10%
30 21314|5[6] 71 8 l8n| o |gw| 10 [104] 11 [11%
a1 2latals|e|l 71 81 9 |gLi 10 M0W] 11 |11 12 124
a2 213(4l5l6]| 7 | 8| 9110 [10%] 11 [114] 12 [12%] 13 [13%
33 2ialaisfe]l 7] 8| o 10|41 [11%] 12 2wl 13 |4312] 14 |14
34 213(4i8lsl 7is |9 | 10| 4112 [12% 13 M3 14 [1415] 15 [15%
- 2i13i14]5{el 7| 81 8 [10] 11|12 | 13 {13%4] 14 |14%] 15 [15%4] 16 11684
g Cd213t4in|6] 7] 81 g [0 11112113 | 14 14| 15 [15%] 18 1168%] 17
37 2113|4156l 718 8 j10i41{12 1314 | 15 [15%]| 18 |16 17 [17%
38 2tai4 5]l 71891011112 13|14 1158 16 Haw| 17 [1716! 18
g weer g3t glgigt 718 1 9 |10 1112 [ 18 (141 15 |16 | 17 7% 18 [18%
R 2i3l4is|{6| 7|8l 9 (10{11 121311411518 |17 |18 [18%4! 18
4 2zial4als|ag]l 7| 8 i ¢ 10|41 i42i1aT14 14546 |17 | 18 | 18 {1044
42 nsfadfaislsuelavl 711 51 | 9v [0l 13s[428 131 141 154184174 ] 1814 194 2014
43 alals]s|7l el oli11i12|13]14[15116i17 148 1e ]| 20 ] 21
4 . 3 [alsiieairial 81 | o Mol 11l 1on 15114151181 1741 18 9| 20t 2114
45 3Mui6i7i8] 9 10 {11 {21314 |15 (16 (17 {18 ({18{i20 (21| 22
48 - 3 dvel 5 imdley ok 1ol tiuli2u]13u 1415184 1712 1818 190] 20| 2114 2204
47 slag7elal 10|11 i12 (131415161718 110 |26)21 |22 23]
48 3 WA 8 T4 0 [10u|i1a 126 13051434 15.1168% 1714 18% ] 19% [ 20| 2414 2214 | 234
49 S iaduisTwlo[fo |2 i13 {145 |16 17| 18(10 20 21 |22 23|24}
50 3 Al 8 |74 o 10| 12 [1314]14141 152|165 1716|1814 195 2074 | 2114 221t | 2314 2414
51 3%l eFelohoel 12 M3%i15 |16 (17 |8 | 1o |20 29[22 123 | 24 | 25
52 3 | 6 7% 9 [10% 1 12 (1372 15 [16%4]17151194[19%| 2004211 | 2234 2314 | 24741 2514
53 3kleialrs oo 12 N3] 15 (16|18 119 |20 |21 12223 |24 | 25| 26

(5 Conhnuous service Is service with Audit Sc:ot!and ar a predacsssor orgamsat:un La. Accounts Cammission or

Naticnal Audit Office, up to 2 maximum of 20 years’ service counts.

81 For the purposes of calculating stetutory redundancy entilement, & week's pay is caleulated by raference ic the
employss's actual basic pay plus any contractual allowances at the date of termination subject to the statutory
oap on a week's pay. From 1 February 2012, the stalitory cap an a week's pay was £430.

Y the tabls starts af age 17, as it is possible for a 17 year old 1o have 2 years’ service based on? ’J‘e cnmpulﬂory

schooti leaving age.




54 3 A%] 8 7] o 10% | 12 N3% ] 15 [16%] 18 119 204[21% 22uloan[2az)28u] 2678
55 3 W%l 67l o 0% | 12 [13% | 15 [16%] 18 [19% | 21 |22 128 {24 | 25 | 26 | 27
56 3 % 6 74 o 0% ] 12 H3% | 156 |16 18 118% | 21 |2214[23%[ 24 25% 0515 27%
57 al¥%ie 7% o t0%| 12 134 15 161 18 196l 21 24| 24 [25 [ 26 [ 27 | 28
58 3% & 7% 9 N0% | 12 13% | 15 116%| 18 [197% | 21 [22% | 24 |25V |2514|2774|28%
59 3 4| 6 [7%| 9 [0 | 12 13 | 15 [16%] 18 [19% | 21 2% | 24 [25%) 27 | 28 | 29
60 3 4| 6 77 © 0% | 12 [13%4 | 15 |16} 18 N0 | 21 P2V | 24 |25%] 27 128%4]29%
51 3 41| 6 7] 0 10| 12 [13% | 15 |16%| 18 [19% | 21 22% | 24 |25 27 |28%| 30

® The same figures should be used when caloulsting the redundancy payment for a persen aged 81 and shove,




