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HR Policy Review 

Report summary: 

To seek Personnel Committee approval to a revised Performance Improvement Policy, following a 
recent review. 

Is the proposed decision in accordance with: 

Budget    Yes ☒ No ☐ 

Policy Framework  Yes ☒ No ☐  

Recommendation: 

 To approve the revised Performance Improvement Policy. 

Reason for recommendation: 

To ensure that the Council’s HR policies are up to date and fit for purpose. 

 

Officer: Jo Fellows, Corporate Lead – Human Resources. jfellows@eastdevon.gov.uk 

 

Portfolio(s) (check which apply): 

☐ Climate Action and Emergency Response 

☐ Coast, Country and Environment 

☒ Council and Corporate Co-ordination 

☐ Communications and Democracy 

☐ Economy 

☐ Finance and Assets 

☐ Strategic Planning 

☐ Sustainable Homes and Communities 

☐ Culture, Leisure, Sport and Tourism 

 

Equalities impact Medium Impact 

The equalities impact assessment is appended to the report.  

Climate change Low Impact 

Risk: Low Risk; The policy provides clarity and consistency in the Council’s approach and the 

review ensures that it remains within legal and good practice requirements. HR continue to 
monitor application of the policy to ensure equality is maintained.  

Links to background information Click here to enter links to background information; 

appendices online; and previous reports.  These must link to an electronic document.  Do not 
include any confidential or exempt information. 

mailto:jfellows@eastdevon.gov.uk


Link to Council Plan 

Priorities (check which apply) 

☐ Better homes and communities for all  

☐ A greener East Devon 

☐ A resilient economy 

 
 

Report in full 

1. Personnel Committee’s remit includes approving the devising and development of overall 
employment policies and as such Committee are asked to approve the policy as described 

below. 
 

2. Performance Improvement Policy 

The current policy has not been reviewed for some time and we are proposing changes, as 
shown at Appendix 1, to provide greater clarity between the informal and formal stages of the 

procedure and clarify alignment with the Performance Excellence Framework. We have also 
taken the opportunity to reflect some of the suggestions made by a lawyer when recently 
reviewing the Grievance Policy, for example regarding the wording of the sections on 

companions at meetings and record keeping. We have removed the specific section regarding 
probationary periods as we feel that this needs a separate policy, to provide greater clarity for 

managers and employees, and we are in the process of finalising this policy which will be 
subject to consultation later this year. Finally, we are suggesting a rename of the policy, from 
‘dealing with unsatisfactory performance’ to ‘performance improvement’, which emphasises 

that this is the focus, wherever possible. 

 

3. UNISON are aware of these policy proposals and have been asked to provide feedback, which 
will be shared with the Committee at the meeting. 
 

  

Financial implications: 

No financial implications have been identified. 

Legal implications: 

It is important that our HR policies are reviewed on a regular basis to ensure that they comply with 
employment legislation and good practice.  

https://eastdevon.gov.uk/councilplan/


 

Appendix 1  

 

 

Dealing with Unsatisfactory Performance Improvement Policy 

 

1 The Policy has been developed to provide clearer guidance to managers and employees 
on how to deal with performance and capability issues. This policy and procedure will be 
used in all cases where your performance and capability is such as to warrant informal or 
formal action. This Policy does not apply to issues relating to ill health, sickness 
absence, or to issues of misconduct, where the Absence Management Policy and 
Disciplinary Policy and Procedure will be used. The Council expects the highest 
standards of performance in order to ensure the delivery of high quality services.  We 
have developed a culture which is aimed at engaging, motivating, training and supporting 
employees so that they can reach their full potential.  We have a Performance 
Excellence Framework (PER) which ensures clear objectives are set and that clear 
competency standards are communicated.  This framework seeks to ensure that regular 
performance management takes place through one to ones and an annual performance 
excellence review.  We aim to ensure that performance management is an integral part 
of our culture and that individuals regularly receive honest and constructive feedback, 
praise, support and opportunities to develop and reach their full potential. However, 
where concerns arise regarding your performance falls below or fails to meet acceptable 
standards despite pro-active action will be taken through our Performance Excellence 
Framework, this policy will be invoked and could ultimately lead to Performance 
management issues will be dealt with informally wherever possible and in a fair, 
consistent and supportive way, with the aim of seeking performance improvement. 
However, the Council acknowledges that there may be occasions, when all other options 
have been exhausted, that more formal action, including the possibility of dismissal, if 
there is insufficient or sustained performance improvement., is taken. East Devon District 
Council will provide training and guidance to managers and team leaders at all levels to 
ensure that they understand this Policy and Procedure. This Policy and Procedure will be 
regularly reviewed in accordance with new legislation. Human Resources (HR) must be 
consulted at all stages of the Performance Management procedure. HR is responsible 
for maintaining consistency and fairness within the procedures on behalf of the Council. 
The policy explains the levels of responsibility applicable when dealing with 
unsatisfactory performance. East Devon District Council has a responsibility to treat all of 
its employees reasonably, consistently and fairly. 

2 This policy should be used when performance has been identified as falling below or 
failing to meet an acceptable level despite informal measures and/or where there are 
more serious concerns about an employee’s performance.  Its purpose is to provide a 
framework for resolving poor performance in a fair and supportive manner, to secure 
performance improvement.  Where poor performance is believed to be the result of 
deliberate negligence, or where serious errors have been made to the detriment of the 
organisation, the Council may decide to use the disciplinary procedure instead.  
 

3 Any steps under this procedure should be taken promptly unless there is good reason for 
delay. The time limits in this procedure may be extended where it is reasonable to do so. 



 

 
4 This policy does not form part of any contract of employment or other contract to provide 

services, and we may amend it at any time. 
 

5 If you have difficulty at any stage of this procedure due to a disability and/or require any 
reasonable adjustments, you should inform HR. 
 

6 When involved in any of the steps in this procedure, you should treat the matter as 
confidential and not discuss it with other colleagues, unless they are acting as your 
companion. 

 

7 Scope 

7.1 This policy applies to all Council employees with the following exceptions: 
 Employees who are in their probationary period and yet to be confirmed in 

employment will be subject to the Council’s probationary period arrangements.  

 Formal action in respect of the Chief Executive Monitoring Officer and Chief 
Finance Officer and Directors (Statutory Officers and Chief Officers) will be 
taken as outlined in the Constitution and within the Council’s Disciplinary 
procedure for Chief/Statutory Officers which reflects the model procedures and 
associated guidance of the Joint Negotiating Committee for Local Authority 
Chief Executives and Chief Officers.  

 
8 Levels of Responsibility  

8.1 Wherever possible, officers should not act as decision maker in more than 
one of the formal stages to ensure fairness and objectivity. However, as this 

is not always possible, we will ensure that if an officer has been involved in 
issuing either a first or final improvement notice, he or she should not be 

involved in a decision to dismiss. The following framework applies in cases 
where formal action is necessary: 

Level of employee Level of actioning 
officer 

Level of appeal’s officer 

All employees below 
Assistant Director level 

Line manager or a 
more senior manager 

Assistant 
Director/Director or senior 
manager above level of 
actioning manager 

Assistant Director Director Chief Executive 
Human Resources will be involved at all levels of the procedure and will advise 
the Officer taking formal action of any ‘live’ performance warnings/improvement 
notices. 
 

9 Informal Action  

 If your manager has a concern about your performance that you are not 
performing to the required standard it is in both of your interests for the 

concern(s) to be addressed at an early stage.  The aim is to resolve the 
concern(s) before patterns of working become entrenched and therefore 

harder to change and/or start to affect other members of the team / 
colleagues.  Managers are strongly encouraged to address any issues of 
poor performance early with the aim of resolving them without recourse to 

the formal procedure. in most cases it should be dealt with informally in the 
first instance. Your manager will arrange to meet you informally to discuss 

their concerns through the one to one process.  He or she will need to have 
prepared evidence and examples to demonstrate what their concerns are 



 

related to and what the implications are of the poor performance. A note of 
discussions about performance should always be made and signed by you 

and your manager. It is important that the manager establishes a shared 
understanding of the performance standards required and clearly outlines 

what these standards are and why you are not reaching these. Training, 
support, guidance, encouragement, mentoring and coaching will be used to 
assist you in reaching the required standard. Your manager will draw up a 

clear performance improvement plan which will outline clearly what steps 
will be taken to help you achieve the improvement required (See Appendix 

1 for a Performance Improvement Plan template). Your progress against 
the development plan will be monitored and reviewed through one to ones 
and in accordance with the method and timescales agreed at the informal 

meeting. Records of further actions and/or meetings should be agreed and 
signed by both you and your manager. If your performance improves, your 

manager will acknowledge this both verbally and in writing to you through 
the one to one process. If your performance does not improve, your 
manager should determine, following advice from HR, whether or not it is 

appropriate to hold a formal performance meeting, as outlined below, or to 
continue with informal measures. You will be notified verbally and in writing 

of the decision and the reasons for it. 

9.1 Most performance concerns should be addressed informally through 
objective setting and one to one meetings, as part of the Council’s 

Performance Excellence Framework. When discussing concerns informally 
with you, your manager will clearly explain: 
 The nature of the concerns. 
 The expected standards of performance. 

 Any necessary actions you are required to take to aid improvement. 

 Any timescales for improvement and review dates. 

 The potential consequences of not achieving the required improvements in 
performance. 

9.2 At an informal meeting your manager should: 
 Communicate the performance concern(s) clearly using observations and 

examples to explain the “gap” between existing levels of performance and the 
required standard(s) and/or refer to your job description to help explain where 
performance is falling short. 

 Explore with you any change in performance standards. 
 Consider your views and/or any mitigating circumstances that may be affecting 

your performance (including, for example, ill health, disability or other personal 
circumstances).  (Where an employee has identified that their performance 
may have been affected by ill health or disability, additional support may be 
available, and managers should contact their Human Resources Business 
Partner for advice.) 

 Consider, where appropriate, providing you with access to reasonable support, 
training and/or mentoring/coaching to assist you in meeting the required 
standards.     

 Confirm the timescales for improvement and review dates. 

9.3 Following the informal meeting, your manager will set out an informal 
performance improvement plan which will clearly outline the points above 

and what steps will be taken, including provision of support to achieve the 
improvement required (see Appendix 1 for a performance improvement plan 

template). 



 

9.4 Your progress against the performance improvement plan will be monitored 
and recorded through regular one to ones and in accordance with the 

method and timescales agreed and outlined in the plan. 
9.5 If your performance improves, your manager will acknowledge this both 

verbally and in writing through the one-to-one process and continue 
managing the situation informally, until the required standard has been 
achieved and is being sustained. 

9.6 If your performance does not improve despite informal measures, and/or 
where there are more serious concerns about performance, managers 

should seek advice from their HR Business Partner before initiating the 
formal procedure. 

 

10 Considering Taking Formal Action  

10.1 Consideration of the position before any formal action is taken is key to 
ensuring that    appropriate outcomes are established.  It may transpire that 
formal action is not appropriate under the circumstances and therefore, 

managers should discuss the situation with their HR Business Partner. 
Consideration should be given to factors such as whether the employee’s 

performance has been affected by ill health, disability, other personal 
circumstances or issues related to work. Factors such as whether this is the 
first time a performance issue has arisen, and the seriousness of the 

concern will also be taken into account. 
10.2 If this is not the first time that a concern has been raised or if it is serious 

enough to go through formal action, the manager should review progress 
made during ‘early action’, reflecting on the concerns raised, the standards 
of performance expected and any support or training that may have been put 

in place.  During this review, the manager may decide that they need more 
information about the employee’s standard of work and may, with assistance 

from HR, consider how it would be appropriate to seek that information and 
who should obtain it. 

10.3 If the concerns relate to the employee’s attitude or conduct whilst carrying 

out their work, it may be more appropriate to consider invoking the 
disciplinary process. 

10.4 Where formal action is considered appropriate, the formal meeting will 
normally be conducted by a manager not previously involved in the process, 
informed by HR advice. 
Where the manager determines that a formal performance meeting to discuss 
concerns relating to your performance should be held, they will notify you in writing 
of this giving you at least 5 working days’ notice. You will be notified in writing of the 
performance issues which have led to the performance meeting. You will be 
informed of your right to be accompanied and should be provided with a copy of the 
evidence/any investigation report. Investigation - When dealing with any 
performance matter through the formal procedure, an investigation of events will 
always take place. Only at the end of the investigation will the investigating officer 
decide whether or not to recommend that there is a formal case to answer.  The 
investigation should be completed as soon as practicable, preferably within 4 weeks 
of the start of the disciplinary procedure. The investigating officer will not be the 
same person as the person conducting the Formal Performance Hearing. Please 
contact Human Resources for advice regarding who should investigate the issue. 
This may be an officer from Organisational Development, the Internal Audit Team or 
another officer appropriate in the circumstances. Investigations will involve: 



 

clarifying the performance issues, enquiring into the circumstances surrounding the 
performance issues, ensuring that you are aware of the performance issues, taking 
witness statements if appropriate, gathering factual information, producing an 
investigation report; the detail of which may vary depending on the individual 
circumstances and requirements, deciding whether or not, in the view of the 
investigating officer, a formal performance meeting should be recommended, being 
present (where possible) at the meeting to present the report and the findings of the 
investigation to the officer chairing the formal performance meeting and to you. You 
do not have a statutory right to representation in an investigative interview. 
However, requests for representation will not be unreasonably refused. You do 
have a statutory right to representation in formal performance meetings. 
Representation will be by a Trade Union representative or workplace colleague. 
Witnesses may be a key part of both the investigation and the formal meeting. 
During the investigation, the investigating officer should interview witnesses directly 
and produce signed statements of the witnesses’ contribution.  If you are facing 
formal action, you should be shown copies of these statements (except in the case 
of anonymity). In some exceptional cases, a witness may wish to remain 
anonymous during the investigation and formal meetings stage. At investigation, the 
statement shown to you will be made anonymous.  At the meeting you and your 
representatives and management representatives should not be able to question 
anonymous witnesses directly but will be able to put questions to them via the 
officer chairing the meeting who, together with Human Resources, will report back 
the responses. 
Each side will assess whether or not it is necessary for them to bring essential 
witnesses to the investigation or formal meeting. In all cases, these should be kept 
to a minimum and be essential to the substance of the case.  Written witness 
statements may also be submitted to the formal meeting. Witnesses will normally 
only attend the meeting for the period during which their statement is under 
discussion. However, if the witness is a specialist with particular detailed knowledge 
which may be required at different stages of the process, then either party may 
require the witness to remain. At the formal performance meeting the manager will 
explain the issues and hear from the investigating officer what actions have been 
taken to date. You will be able to set out your case. Both parties will be able to 
present evidence and ask questions during the meeting. The manager will consider 
all the evidence and issues relating to the case and come to a decision as to 
whether or not further action should be taken. 

 
11 Formal Action   

11.1 In circumstances where the informal process has not led to a satisfactory or 
sustained improvement in performance and/or where there are more serious 

concerns about performance, a formal process will be instigated. 
11.2 In advance of commencing the formal process, the manager will be required 

to provide the following information to HR: 
 Clarification of the performance issues and circumstances surrounding them. 

 Appropriate supporting documentation such as one to one records and 
performance improvement plans to demonstrate the steps that have already 
been taken to try and address the performance issues and what (if any) 
progress that has been made. 

 Details of any training and support provided to assist the employee to meet the 
required standards. 

11.3 If it is agreed that the formal procedure should be invoked, you will be 
informed in writing and given at least 5 days’ notice that a formal hearing is 

being convened and the reason(s) for this and you will be provided with any 



 

supporting evidence that will be referred to during the formal performance 
management meeting.  

11.4 You will have the right to be accompanied to the formal meeting by a work 
colleague or trade union representative.  

11.5 At the formal meeting, you will be given an opportunity to ask questions, 
comment on the issues and to put forward any explanation(s) you may have 
for the matters identified as amounting to poor performance. 

11.6 Following careful consideration, the manager chairing the meeting may 
choose to take one of the following courses of action following the formal 

performance meeting: 
No Further Action If there has been sufficient or sustained improvement this should 

be acknowledged, and you will be made aware that no further 
action will be taken in relation to this procedure. 
 

Further Informal 
Management 

If there has been some improvement and it is likely that further, 
more sustained improvement can be expected soon (usually 
within the next 4 weeks) the matter should be referred to your line 
manager who will undertake further informal reviews with you.  
You will also be warned that if there is not a sufficient 
improvement following this review it may be necessary to refer the 
matter back to the manager who conducted the formal hearing 
who may then decide to take further formal action, which 
ultimately could include the possibility of dismissal.  
 

First Formal 
Written Warning 

improvement 
notice 

If there has been insufficient or sustained improvement the 
manager may decide to issue you with a first formal written 
warning improvement notice.  This will set out the shortcomings in 
performance, the improvement that is required, the timescales for 
achieving the improvement; who will undertake the monitoring; the 
date for formal review and what support or training will be put in 
place to assist you to reach the standard required.  This will also 
outline that an insufficient improvement in performance could lead 
to further formal action, which ultimately could include the 
possibility of dismissal. 
 
A First Formal Written Warning improvement notice will remain on 
file for a period of up to 12 months six months and if the 
improvements are not significant or sustained, this could lead to 
further formal action. 
 

Final Formal 
Written Warning 

improvement 
notice 

If there has not been sufficient or sustained improvement, or the 
matter is considered serious enough, the manager can decide to 
issue you with a final written warning improvement notice.  This 
will set out the shortcomings in performance, the improvement 
that is required, the timescales for achieving the improvement; 
who will undertake the monitoring; the date for formal review and 
what support or training will be put in place to assist you to reach 
the standard required.  This will also outline that insufficient 
improvement performance could lead to further formal action 
including the possibility of dismissal. 
 
A Final Formal Written Warning improvement notice will remain 
on file for a period of up to 12 months and if the improvements are 



 

not significant or sustained, this could lead to further formal 
action. 
 

Dismissal with 
notice 

If there has been insufficient or sustained improvement, the 
manager can decide to dismiss you with notice on the grounds of 
incapability.  In these circumstances, the Council will look for 
potentially suitable alternative employment during the notice 
period and may consider a period of garden leave, where 
appropriate. 

11.7 The manager will consider any previous sanctions and any special 
circumstances when deciding on the appropriate course of action. You will 

be advised of the decision in writing within 5 working days.  
East Devon District Council will require you to acknowledge receipt of this written 
notification. Entry into the procedure can be at any of the above stages depending 
on the seriousness of the performance issue. Time limits for improvement notices - 
Improvement notices will normally remain on your record for the following time 
periods, unless in exceptional circumstances where a longer period is decided upon 
at the time of the action. The officer chairing the formal performance meeting must 
discuss these circumstances with Human Resources. 
 

Probationary periods - During the probationary period, it is important that you establish your 
suitability for the role. During this period, you will have one to one meetings with your 
manager to provide feedback on performance.  If, at the end of this 6 month period, the 
manager is not satisfied that performance is to the required standard, a disciplinary meeting 
will be called.  The outcome of this disciplinary meeting may be dismissal even if previous 
formal warnings have not been issued. 
 
12 The Appeals Procedure 

12.1 Where you feel that the formal action taken is unfair or unjust, you may 
appeal against the decision.  You have an automatic right of appeal against 

any written improvement notices and dismissal. You have the right to be 
accompanied at any appeal meeting. You must exercise your right of appeal 
in writing within 5 working days of the date of receipt of the letter confirming 

the formal action.  The grounds of appeal should be specific, stating why the 
decision is regarded as incorrect or unfair. 

12.2 The letter of appeal should be sent to the manager who conducted the 
formal performance meeting.  The person hearing the appeal will be as set 
out in ‘Levels of Responsibility’ above. 

12.3 In preparation for and at least 5 working days before the appeal hearing, the 
person hearing the appeal both the officer who conducted the formal 

performance meeting and you (now the appellant) should give to the person 
or panel hearing the appeal will be provided with the following: 
 A copy of the notes of the formal performance management meeting. 

 Your letter of appeal stating the grounds on which you are appealing. a 
statement of the case against the decision and for the (appellant) appeal 

 Any relevant supporting documentation or documentary evidence either party 
wishes to be considered. Any witness statements that they wish to submit. 

12.4 You will have the right to be accompanied to the appeal hearing by a work 
colleague or trade union representative.  

12.5 In the first instance, the appeal is concerned with whether the decision 

reached was reasonable based on the evidence and information available at 
the time of the meeting.  As a rule, it is inappropriate for new evidence to be 



 

introduced by either party at this time if it was available at the time of the 
original meeting.  However, in exceptional circumstances, it may be that new 

evidence has emerged and the person hearing the appeal must decide 
whether to allow that evidence to be introduced.  The principle of a fair 

hearing will be observed.  If it is introduced, the other party must have the 
opportunity to comment on it even if this means that the appeal must be 
adjourned.  

12.6 At the end of the appeal process, the manager hearing the appeal may 
conclude: 
 That the appeal has been successful and that the action taken should be 

reversed 

 That the appeal has been unsuccessful and that the action taken should be 
upheld 

 That the appeal has been unsuccessful but that the action taken is too harsh 
and should be substituted by more lenient action, or 

 That so much new evidence has come forward that the case should be reheard 
by a different officer. 

12.7 The outcome of the appeal process will be confirmed to you in writing within 

5 working days of the appeal hearing.   
12.8 This is the end of the procedure and there is no further internal appeal. 

There is only one right of appeal internally. 
 
13 Companion 

13.1 You may bring a companion, which should be a colleague or trade union 
representative, to the formal performance and appeal meetings.  

13.2 You and your companion should make every effort to attend the meeting. If 
you or your companion cannot attend at the date or time specified for the 
meeting, you should inform the officer chairing the meeting immediately, and 

we will try, within reason, to reschedule the meeting.  
13.3 If the meeting does not take place for a second time because you or your 

companion cannot attend, it’s at the discretion of the officer chairing the 
meeitng as to whether to reschedule the meeting.  
If you intend to be accompanied at a formal performance meeting, the identity of 
your representative must be confirmed to the relevant Manager conducting the 
meeting, in good time before it takes place. Employees are allowed reasonable time 
off from duties without loss of pay to act as a companion. However, they are not 
obliged to act as a companion and may decline a request if they so wish. Some 
representatives may not be allowed: for example, anyone who may have a conflict 
of interest, or whose presence may prejudice a meeting. In exceptional 
circumstances, the Council may at its discretion, permit a companion who is not a 
fellow work colleague or union official where this will help overcome particular 
difficulties caused by a disability, or difficulty understanding English. A 
representative/companion may make representations, ask questions, and sum up 
your position, but will not be allowed to answer questions on your behalf. You may 
confer privately with their companion at any time during a meeting. 

 
14 Records 

14.1 Meeting minutes will be kept of the meetings that take place under this 

procedure.  These records will be confidential and retained in accordance 
with the Data Protection and Document Retention Policy. 

14.2 Except for the minutes taken of any meetings with you, copies of any other 
meeting minutes may be provided to you, as appropriate. In some 



 

circumstances it may not be appropriate to provide meeting minutes to you, 
for example to protect a witness. You will be given an opportunity to 

comment on the accuracy and propose amendments to minutes taken at 
meetings with you and if the proposed amendment is agreed this will be 

reflected in the minutes. Notes will be taken of meetings where appropriate 
and there will be an opportunity for individuals to amend the notes taken.  If 
agreement cannot be reached, both sets of notes will remain as a record of 

the meeting. 
14.3 Meetings that take place under this procedure should not be recorded. Any 

recording of meetings will be treated as misconduct which may result in 
disciplinary action under the Disciplinary Procedure. You will be reminded of 
this at the start of meetings, and you may be asked to turn off you mobile 

phones. 
 

Policy administration 

 Who authorised the policy/strategy and date of authorisation - This policy 

was agreed with ELT on xxxx and UNISON on xxx and confirmed with Personnel 

Committee on xxx.  

 Policy date for review and responsible officer - Corporate Lead – Human 

Resources, 20xx. 

 

 



Equality Impact Assessment Form  
December 2023 

Equality Impact Assessment 

Before completing this EIA please ensure you have read the EIA guidance notes and other resources, available on the 
intranet  

Version 1.0 Date Completed February 2024 

Description of what is being impact assessed 

Performance Improvement Policy revisions 

Evidence 

What data/information have you used to assess how this policy/service might impact on protected groups?  

Anecdotal knowledge and experience of recent performance cases, including feedback from HR colleagues who have been involved in cases 
and legal advice.   
Analysis of recent cases against their individual employment records does not indicate that individuals with protected characteristics were the 
subject of performance cases more than those who do not have protected characteristics.  

 

Who have you consulted with to assess possible impact on protected groups and what have they told you?  If you have not 

consulted other people, please explain why? 

Feedback from employees as part of recent performance cases has been considered and legal advice sought, which has informed this policy 
review.   
  
UNISON’s views are to be sought in March 2024 and will be reflected in this impact assessment. 

 

  

http://eddcintranet/equalities/


Equality Impact Assessment Form  
December 2023 

Analysis of impact on protected groups 

The Public Sector Equality Duty requires us to eliminate discrimination, advance equality of opportunity and foster good relations with protected 
groups. The Council also has a legal duty to have due regard to armed forces personnel when carrying out healthcare, housing and education 
functions. Consider how this policy/service will achieve these aims. In the table below, using the evidence outlined above and your own 
understanding, detail what considerations and potential impacts against each of the three aims of the Public Sector Equality Duty. Based on 
this information, assess the likely outcome, before you have implemented any mitigation. 

Protected group Summary of impact 
Negative 
outcome 

Neutral 
outcome 

Positive 
outcome 

Age Policy supports application of a consistent approach to handling performance 
issues which does not discriminate on the grounds of any protected 
characteristic. HR is closely involved with all performance cases to ensure 
compliance and to mitigate any discrimination risks. The policy, alongside the 
grievance policy, provides employees with a mechanism to raise concerns 
should they feel that they are being discriminated against.   
  
As part of the process reasonable adjustments on account of disability are 
considered and this has been explicitly set out in paragraph 5 of the revised 
Policy.  

 

☐ ☐ ☒ 

Disability 

☐ ☐ ☒ 

Gender reassignment 

☐ ☐ ☒ 

Marriage and civil 
partnership 

☐ ☐ ☒ 

  



Equality Impact Assessment Form  
December 2023 

Protected group Summary of impact 
Negative 

outcome 

Neutral 

outcome 

Positive 

outcome 

Pregnancy and 

maternity 

Policy supports application of a consistent approach to handling 
performance issues which does not discriminate on the grounds of any 
protected characteristic. HR is closely involved with all performance cases 
to ensure compliance and to mitigate any discrimination risks. The policy, 
alongside the grievance policy, provides employees with a mechanism to 
raise concerns should they feel that they are being discriminated against.   

 

☐ ☐ ☒ 

Race and ethnicity ☐ ☐ ☒ 

Religion or belief 
☐ ☐ ☒ 

Sex 
☐ ☐ ☒ 

Sexual orientation 

☐ ☐ ☒ 

Armed Forces 
(including serving 
personnel, families 

and veterans) 

The policy also provides consistency to ensure that people from 
different backgrounds are treated fairly.  

☐ ☐ ☒ 

Other, e.g. carers, care 
leavers, low income, 

rurality/isolation, etc. ☒ ☐ ☒ 

  



Equality Impact Assessment Form  
December 2023 

Negative outcomes action plan 

Where you have ascertained that there will potentially be negative outcomes, you are required to mitigate the impact of these.  
Please detail below the actions that you intend to take. 

Action taken/to be taken Date 
Person 

responsible 
How will it be 
monitored? 

Action complete 

    ☐ 

If negative impacts remain, please provide an explanation below. 

 

Completed by: Jo Fellows – Corporate Lead Human Resources 

Date: 23/02/2024 

Approved by:   

Date:  

To be reviewed by:  Jo Fellows – Corporate Lead Human Resources, in liaison with EDI Advisor 

Review date: 2027 (same time as policy next reviewed)  

 

 


