EIA and Due Regard Assessment Tool
To be submitted with any policy, restructure or service change, when sent to the appropriate
committee for consideration and approval. Highlight positive / negative impact, provide
evidence & location in the policy all showing due regard.
Exec Sponsor: Jane
Padmore, Chief
Nursing Officer

Senior responsible
officer: Liz Holland,
Director of People
Participation

Name and description of Policy, Restructure, Service Change
Updates to:
Supporting Staff with Known Lived Experience in the Work Place
Policy

Date analysis began:
23rd September 2021

Date submitted for
review: TBC

What is the focus
of the EIA

Workforce

Workforce,
Organisational
strategy,
Clinical Services,
Clinical Policies

Mandatory sections

Indicate +

Evidence in policy – this needs to include a narrative and the
location in the document

This row is guidance

a Positive

How does the document/guidance
affect one protected characteristic
less or more favourably than
another on the basis of each of
the below

b neg

Enter a narrative below for each protected characteristic, & the
page number where you have evidenced due regard in the policy
restructure or service change. What is the impact?

Age

Positive

This policy looks at how lived experience is supported in the work place.
This includes ensuring there is a variety of perspectives across the ages
and the specialist support to enable different age groups to be employed.
(see section 1.3)

b Disability

Positive

This policy ensures lived experience of mental health is seen as an asset
by the organisation and is a desirable thing to hold to work with us.(Whole
policy)

c

Neutral

This policy is neutral in this respect. It does recognise the need for us to
increase the diversity of the lived experience workforce.

d Gender identity/Gender
Reassignment

Neutral

As above. Also, the work of this policy will help enhance other work about
inclusive cultures, and help ensure people from all protected characteristics
groups can be heard from and work within the trust.

e

Marriage and civil partnership

Neutral

No impact from this policy.

f

Pregnancy and maternity

Neutral

No significant impact, although the policy will enable the employment of
EBEs in our perinatal services.

Neutral

This policy is neutral in this respect. It does recognise the need for us to

1

a

Gender/Sex

g Race
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increase the diversity of the lived experience workforce
h Religion or belief

Neutral

This policy is neutral in this respect. It does recognise the need for us to
increase the diversity of the lived experience workforce. The chaplaincy
and spirituality team are part of the Participation Portfolio.

i

Sexual orientation

Neutral

This policy is neutral in this respect. It does recognise the need for us to
increase the diversity of the lived experience workforce

2

What evidence is there that the
protected characteristics are
affected differently and how do
you know this? (what sources are
you relying on)

This policy has been developed and updated in consultation with
people from different viewpoints and perspectives, and this includes
those who hold different protected characteristics. We know that the
policy has had a positive impact on the employment experience of
people with mental health needs who work with us due to ongoing
conversations and feedback. Wider work in the ICS around
collecting narratives of people’s experience of being involved also
supports this.
By employing more people with MH needs in to our workforce, we
are more likely to bring in others with other protected characteristics
and feel out workforce is more open and inclusive.

3

If you have identified potential
discrimination, are there any
exceptions valid, legal and/or
justifiable? (mitigation)

No potential discriminations identified. However we do know that
some of the existing biases and challenges in our wider workforce
(e.g. around employee relations) may apply to those covered by this
policy.

4

How is the impact of the
document/guidance likely to be
negative?

This document has been positively received since publication.

5

If so, how can the impact be
mitigated

N/A

6

What alternative is there to
achieving the document/guidance
without the impact?

N/A

7

How can you reduce the impact if
not, what, if any, are the reasons
why the policy should continue in
its current form?

Positive feedback from all perspectives and when consulted with,
people did not want any major changes. Policy has been helpful in
making sure people are treated fairly and confidently in difficult work
situations.

8

How has the policy/guidance been
assessed in terms of Human
Rights to ensure service users,
carers and staff are treated in line
with the FREDA principles
(fairness, respect, equality, dignity
and autonomy)

The policy enables service users to have a better experience when
becoming part of our work force. The roles this policy enables
employment of also directly support the improvement of the
experience of people who use our services.

9

What is the evidence of impact on
any communities not covered by
the protected characteristics?

There is an impact on some population such as the homeless
community, as this policy states that for them to work for us in an
expert by experience capacity they would need to undergo
employment checks such as a DBS, which creates a challenge for
people without a fixed address. If we needed to involve someone
from this group we would undertake a bespoke approach. We know
some groups may also have challenge with language and reading,
and again we have provision in place for bespoke approaches to
make sure we can still include these perspectives. There is a
dedicated EDI plan and post in place to enhance this work, and we
also have excellent third sector relationships with specialist

(For example, Roma and Traveller
communities, Homeless
communities, Asylum Seekers
and Refugee communities and
Carers)
If yes use the Comments column
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to describe what the potential
impact is, what you could do to
remove/reduce any adverse
impact and what you could do to
benefit from any positive impact.

organisations to help us better achieve this.

If you have identified a potential discriminatory impact of this policy, please
include this here with suggestions as to the action required to avoid / mitigate
and reduce this impact

Bespoke arrangements will be in place to enable people to be treated as
individuals, and for reasonable adjustments and support to be put in place to
support people with different characteristics to access the processes and
procedures needed to join our workforce.

This form is designed to build your
confidence and knowledge for EDI
principles to be embedded within
your department

For advice in answering the above
questions, please contact –
Trust Lead for Workforce EDI
Shanila Wahid Foolheea

EHRIA code from SWF

If you have identified a potential positive impact of this policy, please include this
here with suggestions to develop this further.
This policy will continue to help develop a culture of inclusivity around lived
experience employment and will be using in ongoing training to support trust
services around this.
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