Equalities Impact Assessment

Recruitment and Selection Procedure
Date: May 2007

Equality Impact Assessment; Recruitment and Selection function Corporate HR
1. Department Service Area

Corporate Human Resources, Chief Executives
2. Equality Areas Assessed
Race, Disability, gender, sexual orientation, religion/belief and age will all be assessed under this EIA.

3. Timescale of the assessment 
Assessment carried out: February – May 2007
4. Who is involved in the EIA?
Development Officer; Equality and Diversity, 
Assistant HR Manager Resourcing, 
Head of Human Resources.
Stakeholders, Black Workers Group, Disabled Workers Group, Human Resources Management Team
5. Policy, procedure, service assessed
Purpose of the function
The primary role of the Recruitment and Selection function is to help select all employees in an equitable, effective and efficient manner that will ensure the provision of the most effective personnel able to meet service requirements.

The recruitment and selection procedure should enable the authority to attract applicants from diverse backgrounds and ensure that recruitment is carried out without discrimination on the grounds of race, ethnicity, nationality, national origin, colour, disability, age, religion or belief, sexual orientation or any other unjustifiable criterion.
Recruitment is carried out within departments by relevant managers with support from the HR function. HR organise the advertising of the job, collate all received applications and forward these to the selection panel in order to shortlist candidates for interview.  Human Resources Officers may also advise on the development of the job description and the person specification and short listing of applicants.

HR should support departmental managers to be fully aware of the procedure for recruiting applicants. Further to the advice that the HR function provides to recruiters there is a corporate guide to good practice in employment, the provision of recruitment and selection training for recruiters and recruitment monitoring data. This data should help departments identify any trends in the outcomes of recruitment and selection practice.
All advertising of vacancies is carried out on behalf of the County Council by   “Tribal Resourcing.” They are responsible for the drafting and placing of job adverts in appropriate media as advised by the recruiting manager and HR and for ensuring that certain corporate standards are adhered to e.g. branding requirements and equalities statements.
Guide to Recruitment and Selection
The Guide to Recruitment and Selection is a corporate document launched by the County Council in 1996. The Guide provides the framework for recruitment and selection within the County Council.
The Guide includes information about anti-discriminatory legislation, guidance on the development of job descriptions and person specifications, interviewing and the development of interview questions, organising the selection panel, short listing and appointing. 
Due to the very specific guidance around recruitment for those working with young people and vulnerable adults social care and children’s services have developed their own guidance.
Recruitment and Selection Training
Recruitment and Selection Training is provided by the Organisational Development Team based within Corporate Human Resources. Recruiters are required to undertake this training before recruiting. The Training is delivered over 2 days and covers the full recruitment cycle, including mock interviews, the development of person specifications and job descriptions, developing interview questions and anti-discrimination legislation.
Who is affected by the function?
The Recruitment and Selection function affects all those who apply for employment at the County Council and all service users of the County Council. Leicestershire County Council employs around 21,000 people; this figure includes those employed in Schools who, although not under the direct management of the County Council may use the authority’s guidance and recruitment procedures. 
The Council’s administrative centre is based in Glenfield, which is only 4 miles from the City of Leicester. The Council also delivers services from a number of buildings close to the city borders. Employment opportunities at these locations should also draw from the local labour market that includes city residents. The County Council also has various other buildings spread across the County, including Libraries, Social Care establishments (both residential and day care), Museums and various offices. The Council is a significant employer within Leicestershire and tries to ensure that its workforce represents the community it serves. 
The Recruitment and Selection procedure should benefit anyone who applies for a job with the County Council by ensuring that the authority does not unfairly or unlawfully discriminate on the basis of gender, age, ethnicity, nationality, national or ethnic origin, disability, religion or belief and sexual orientation.
The Authority is committed to being a “positive about disabled people” employer. Part of this commitment means that disabled applicants that meet the essential requirements for a job will be given an interview.
Relevant data collection
All applicants are asked to classify their ethnicity, disability status and gender through the use of a monitoring form as part of the application form. The authority has also recently revised the application form to include monitoring questions on religion or belief and age.
Data outlining the success rates of applicants by ethnic group, gender, age and disability has been reported on annually for the last three years. More recently, this information has been collated by department and presented to Departmental Management teams on a quarterly basis. This should enable managers to identify and put in place actions to address any adverse impact that is identified.
	2004


	White 
	Asian Indian
	Other Non White
	Not Known

	Applicants
	79.86%
	14.43%
	5.71%
	22.09%

	Shortlisted
	82.30%
	12.84%
	4.86%
	10.40%

	Appointed
	85.96%
	10.53%
	3.51%
	19.72%

	2005
	
	
	
	

	Applicants
	81.47%
	13.80%
	4.74%
	38.03%

	Shortlisted
	85.89%
	10.69%
	3.42%
	39.73%

	Appointed
	91.99%
	5.41%
	2.60%
	34.09%

	2006
	
	
	
	

	
	
	
	
	

	Applicants
	75.77%
	14.82%
	9.42%
	29.72%

	Shortlisted
	81.76%
	11.24%
	7.00%
	22.09%

	Appointed
	87.87%
	8.09%
	4.04%
	24.88%


The tables above show the proportion of candidates at each stage of the recruitment process from White, Asian Indian and other non-white groups. 

The Asian Indian group is singled out as this is by far the largest group of ethnic minority applicants. The numbers of applicants applying from other non white groups are quite low making any statistical analysis of the individual groups less meaningful. 
When compared with Census 2001 information the proportion of applicants from all ethnic minority groups is higher than the proportion that are economically active within the community of Leicestershire. Direct comparison with the census data at a County wide level does not, however, take into account those parts of the County where there are significantly larger proportions of ethnic minority residents. At present the council does not produce a breakdown of recruitment data by the geographical location of the work location and applicant, however recruiting managers based around the County should be able to identify where their workforce does not reflect the diversity of the local community. 
Many of the Council’s buildings are based within a few miles of Leicester City, including the administrative centre, County Hall. Recruitment practice in these locations should consider the local labour market which has a much larger ethnic minority population. 

Adverse Impact identified
The proportion of candidates from the three ethnic groupings used varies quite significantly at each stage of the application process. Whilst Asian Indians comprised 14.83% of those applying in 2004 they were only 12.84% of all those shortlisted and 10.53% of those appointed. The same trend is displayed for other “non white” groups. However as the volume of applications from ethnic minority groups other than the Asian Indian group are quite small it is not possible to comment on how this adverse impact may vary between those ethnic minority groups. 
Feedback from Leicestershire County Council’s Black Workers Conference also indicates a perception amongst Black employees that they are less likely to be successful than white employees.

Monitoring information has consistently revealed that Black and Ethnic Minority applicants are less successful when applying for jobs than the White group.

The trend of non white employees being more successful has been repeated for the last 3 years of monitoring. Although the differential has changed it has fluctuated rather than displayed any consistent movement. 

Disability

	2006
	Disabled
	Not Disabled
	Not Known

	Applied
	2.43
	74.4
	23.1

	Shortlisted
	3.31
	82
	14.64

	Appointed
	1.98
	78.3
	19.74


	2005
	Disabled
	Not Disabled
	Not Known

	Applied
	1.79
	75.81
	22.4

	Shortlisted
	2.44
	75.26
	22.3

	Appointed
	1.70
	78.60
	19.7


	2004
	Disabled
	Not Disabled
	Not Known

	Applicants
	0.28
	34.59
	30.24

	Shortlisted
	0.49
	41.98
	15.04

	Appointed
	0.00
	36.42
	27.15


The monitoring of applicants by disability reveals a similar trend, although the differential between applicants and those successful is not as great as it is for non-white applicants.

The monitoring information above indicates that disabled applicants are represented in greater proportions amongst shortlisted applicants than they are amongst those that applied and are appointed. This suggests that the authority’s adoption of the “guaranteed interview scheme” is resulting in more disabled applicants being shortlisted. However they are not being appointed in similar proportions. Consultation with the Council’s Disabled Workers Group suggests that some disabled people may be hesitant to declare their disability although this concentrated on the views of existing employees the same could also be so for applicants.
	Gender


	Male%
	Female %
	total gender not known%

	2004
	
	
	

	Applicants
	20.16
	33.40
	46.43

	Shortlisted
	26.00
	47.84
	26.14

	Appointed
	20.10
	37.18
	42.71

	2005
	
	
	

	Applicant
	22.51
	49.66
	27.82

	Shortlisted
	29.04
	50.40
	28.96

	Appointed
	20.25
	50.07
	29.67

	2006
	
	
	

	Applicant
	23.19
	54.19
	22.61

	Shortlisted
	23.76
	63.83
	12.40

	Appointed
	23.24
	66.93
	9.81


The monitoring information suggests that there are significantly more women than men applying for work at the County Council. However, as the data below indicates, the proportion of men applying for jobs at Bands 6 and 7 is higher than the proportion of women. The data indicates that those women who do apply for the higher graded posts are not adversely affected by the selection process. However the lower proportion of women applying for the higher graded posts indicates the possibility of an adverse impact through the recruitment process.
2006 recruitment data analysis by band and gender
	
	Band 4
	Band 5
	Band 6
	Band 7

	
	Male
	Female
	Male
	Female
	Male
	Female
	Male
	Female

	Applied
	46.86
	53.13
	49.39
	50.60
	75.00
	25.00
	80.00
	20.00

	Shortlisted
	50.48
	49.51
	44.65
	55.34
	62.96
	37.03
	75.00
	25.00

	Appointed
	41.67
	58.33
	44.11
	55.88
	60.00
	40.00
	50.00
	50.00


Data Quality
Monitoring information on ethnicity, disability and gender is not known for a significant proportion of applicants. If this information were known it would have a significant effect on the adverse impact that has been identified. Depending on the ethnicity, disability and gender of those not known, this information could either increase the adverse impact or diminish it. In the case of disability if all of those not known are identified as disabled then the adverse impact that the recruitment process appears to have on disabled applicants would have been addressed. 

As the adverse impact is greater for applicants that have identified as being a member of a “non white” ethnic group they would still be less likely than white applicants to be shortlisted and appointed if all “not known’s” were from one of the non white groups.
In order to increase the likelihood of the equalities monitoring questionnaire being completed, the new application form will include the questionnaire as a tear out section. This at present is a separate form.

Consultation with the Disabled Workers Group also indicates unwillingness on the part of some employees to declare a disability. Whilst it is acknowledged that this is only a perception the high proportion of those declaring themselves “not disabled” conflicts with national data and so may corroborate this.
Religion and Belief

At the time of conducting this equality impact assessment no information was sought from applicants regarding their religion or belief. It is therefore not possible to identify any adverse impact that the recruitment and selection function has had on particular religious or non-religious groups. The revised equality monitoring section of the revised application form includes a question on religion or belief. 

Sexual Orientation

The Council has not asked job applicants about their sexual orientation. Following consultation with unison and it has been agreed not to include this question on the equality monitoring questionnaire at this stage. A joint policy statement with Unison has been developed outlining the Council’s commitment to ensure that discrimination or harassment on the basis of sexual orientation does not take place. This has been agreed by the Central Negotiation and Consultative Committee and the Employment Committee. A feasibility study into the setting up of an employee support group for gay, lesbian, bisexual and transsexual employees will also be carried out.
Consultation

The Council has a series of on-going arrangements for consulting with members of the community and employees. These include:

Citizen’s Panels

Citizen’s Juries: For Disabled People,
Disabled Workers Conferences and Group meetings

Black Workers Conferences and Group meetings

LeicestHERday
Disability:
The Citizen’s Jury event for disabled people did not specifically consider employment practice at the County Council. However the need for all agencies to ensure that information was available in an accessible format was raised. There were also general comments about the difficulty of people with learning difficulties and disabilities accessing employment.
The Council has funded an annual Disabled Workers Developments Day for the last two years. Some disabled employees have expressed concerns about the accessibility of recruitment information and equality of access to interviews. 
Ethnicity:
The Black Workers Conferences in 2005 and 2006 have raised concerns over recruitment and progression for Black employees. The involvement of Black employees in recruitment processes was cited at the conference as a way of addressing the inequality that they perceived.
In 2005 the Council organised a Citizens Jury for Black and Minority Ethnic citizens. Similar concerns about recruitment and selection and the ethnic profile of the workforce were raised by jurors at this consultation event.
Gender:
In 2006 the Council hosted a LeicestHERday event to coincide with International Women’s Day. Workshops held during the event considered employment practice and what more could be done to promote traditionally male dominated professions to females and vice versa. Feedback from the event has informed the Gender Equality Scheme which is currently out for consultation in draft form. The draft scheme includes a commitment to make more jobs available on a part time or job share basis.
	Action
	Outcome
	Performance Measure
	Review date

	1. Register of employees from black or minority ethnic groups trained in recruitment and selection will be compiled and used by recruiting managers when trying to ensure ethnic minority representation during the recruitment process. 


	Increased success rate of BME job applicants
	Evidenced through increased success rates of BME job applicants
	Race Equality Monitoring information 2008/2009

	2. Coaching on the recruitment and selection process for employees from black and minority ethnic communities. This will be delivered by HR professionals who will be able to enhance the individual’s understanding of the recruitment and selection process. 


	BME and Disabled job applicants more familiar with application procedure 
	Evidenced through increased success rate of applicants from BME backgrounds
	Race Equality Monitoring information 2008/2009

	3. The corporate guide to recruitment and selection is to be revised. This is to include more guidance on the development of person specifications, job descriptions, short listing and interviewing and all associated equality considerations.


	All recruitment material and guidance conforms to best practice and current legal requirements
	New recruitment guidance available
	April 2008

	4. Recruitment monitoring information will be sent to each department’s management team periodically. Departmental equality groups will need to take ownership over their performance on equality in recruitment and identify further, local, measures that may need to be taken to address disparity.


	Departments able to identify trends in their recruitment information and take action to address adverse impact
	Quarterly updates are produced and circulated to departments
	On-going from April 2007

	5. The application form has also recently been revised. The new form contains clear guidance in plain English on how to successfully complete it. The presentation of the application form has also been re-designed in order to make it easier for applicants to use. This was done after Job Centre plus carried out an audit on the application form and recommended several changes. The new application form also includes the equalities monitoring questionnaire as a detachable section within the form in an attempt to increase the number of applicants that provide us with this information
	Application form more accessible to all.
Increase in the proportion of job applicants providing equality monitoring
	New application form and e-form produced and in use. Increase in the response to equalities monitoring
	Go live date of June 2007 for e-form

	6. Human Resources personnel based in departments now have access to a database on which they can input this information as soon as it is received.


	Recruitment monitoring information is more complete
	Increase proportion of applicants about whom equalities monitoring information is known
	April 2008

	7. A range of measures including work with disabled employee groups, the provision of disability equality training, awareness raising and promoting employment opportunities through disability agencies.

Through attendance management training

Mental Health Charter
R&S training
	Disabled applicants are more comfortable about disclosing their disability
	Increase in the proportion of applicants declaring whether they have a disability
	April 2008

	8. The Council has undertaken a programme of “Worktasters” in partnership with disability employment agencies. The programme enables users of the agency to access voluntary employment with the Council and gain the skills and experience needed to apply for jobs. 
	Individuals on worktasters more likely to have the skills and experience to apply for jobs at LCC.
	Increase in the number of Disabled employees
	April 2008

	9. A more structured approach to the events that will be attended will be drawn up thus ensuring that the council is represented at as wide a range of suitable events as possible. 


	Promotion of employment at the County Council to a wide range of sections of the community
	Production of annual timetable of events that the County Council will attend
	May 2007

	10. In order to increase the proportion of women applying for jobs in the higher bands the authority is committed to making more jobs available on a job share or part time basis. 


	More employment opportunities available on a part time and job share basis, women more likely to be appointed to these posts.
	Increase in the take up of part-time and job share employment opportunities/ increase in the number of women in senior management positions
	Equalities monitoring information April 2008


