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1. Introduction 
The Council’s Recruitment & Selection Guidelines have been in place for several years but was revised and refreshed towards the end of 2008, to ensure that they provide managers with relevant advice on recruitment and selection processes and that guidance is up to date, incorporating any recent legislative changes and new schemes, such as the Council’s introduction of Flexible Workplaces. 
The main aims and objectives of the procedure and guidelines are:-

· To ensure compliance with legislation and emphasise the Council’s role in promoting equality of opportunity.

· To provide guidance for managers and employees on Recruitment and Selection processes and procedures, including how to manage inductions, probation periods and exit interviews. 
2. 
General problems and issues already identified that might affect the 
Recruitment and Selection Guidelines from meeting its aims:
The guidelines and supporting documentation aim to provide everyone involved in Recruitment and Selection with relevant and accessible advice and guidance to help them deal with R&S issues fairly and consistently.    
The new and revised R&S Guidelines have been updated to ensure that they are relevant, reflect any recent changes in legislation, include advice about how to use competencies in recruitment and selection, remain relevant for everyone involved.
Lack of management experience/competency in dealing with R&S issues remains a serious concern, but training is available in how to advertise vacancies, select applicants, conduct interviews and make fair and consistent decisions about appointments. The guidelines also include support about how to use the competency framework, and manage induction and probation. R&S training is a “compulsory” part of the manager’s toolkit of training but the success of this will depend on the organisation’s general commitment to supporting such an initiative, and providing opportunities for managers to practice. 

Expert advice and guidance is available from HR and the Equalities Team for specific issues, and information is also available on the CiS.  More indepth advice and coaching can be provided to the manager by the HR Service, the level of coaching and support will vary depending on the experience of the manager 
3. What data was analysed as part of this Equality Impact Assessment process and what did it tell us?

Data was not available for this assessment, however a range of data will be available for future monitoring, covering: 
· Number of vacancies

· Media used / where advertised (national and/or local media, internet)

· Numbers and categories of applicants (eg age, gender etc)
· Numbers and categories of those appointed
· Number of leavers with subcategories showing:
· Leavers within 1 year of being appointed (other than temporary or casual staff)

· Probationary dismissals

· Number of times a post had to be re-advertised  over a period of 1 year (and why, for example due to a lack of suitable candidates, or the successful candidate was appointed, joined and then left)
4. Assessment of impact on equality groups 
The Equalities Impact Assessment of the Council’s Recruitment and Selection Guidelines, looked at the known impact but because this is based on a limited amount of data it is important that the organisation continues to collect this data to analyse the impact over time.

Our initial assessment of the six strands looked for anything that could potentially discriminate or disadvantage certain groups of people, and concluded that for all of the six equalities strands we should consider:   
· Who sits on a selection panel? 
· Is there any evidence to suggest a possible bias in recruitment decisions?
· Are we sure that there is consistency in the quality of decision making etc?

· Was the information provided to applicants fully accessible or do we need to consider offering the guidelines and/or supporting information in a variety of formats (eg translators)?

In considering the actual impact of the Recruitment & Selection Guidelines, we will analyse the data that will be available to determine how the policy works in practice for each of the equality strands, and to identify any differential impact (positive or adverse) for each of the groups. 

For all six of the equality strands we support the recommendation that at all times R&S panels should include someone who has attended the council’s R&S training. And in addition, manager’s training should include specific EOPs training aimed at particular issues (eg Age, Religion, Sexual Orientation) and to support changes in legislation.  
Where recruitment is potentially difficult or contentious, perhaps during a period of restructuring, the panel should include someone who is completely independent to the department.
5. Monitoring arrangements 

The six equalities strands will be monitored via data currently available on the Council’s Resourcelink database, this information will be analysed to identify any common issues/themes.

It is proposed that six-monthly reports are made to the Corporate Equalities Group and recommendations / action identified where potential problems, patterns or hot spots are identified.  The R&S Guidelines and supporting information are regarded as living documents and will be constantly reviewed, improved and updated.

6. Conclusions and action plan
	Issues identified
	Actions required
	Progress milestones
	Officer responsible
	By when

	Need to raise profile of R&S course available to managers. 
	Ask training administrator to raise profile of course to maximise attendance.
	
	
	

	Consider the use of short / sharp R&S related training – particular when there has been a change such as the introduction of competency based recruitment. 
	Determine how we will review the success of current training provision. 
	
	
	

	Provide more opportunities for practice.
	Agree how – perhaps services maintaining a list of “trained” staff. 
	
	
	

	Ensure managers know when to ask for advice and how to access it. 
	Publicise on HR web pages if not already done. Reminder in Communication Bulletins.
	
	
	

	The roll out of competency based interview questions and use of competency based specifications 
	Revision of recruitment & selection course 
	
	
	

	Corporate Safer Recruitment 
	To incorporate Safer Recruitment Processes into the Recruitment & Selection Guidelines
	HR Policy Working Group to link with Safer Recruitment Project Group.
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