Equality Impact Assessment Tool

This Tool has been developed to ensure that equalities, human rights, economic, social factors and the Armed
Forces Covenant Duty are being considered ahead of the implementation of any new or revised policies,
provisions, criteria, functions, practices and activities, including the delivery of services. Please note for the purpose
of this document these will be grouped together and simply referred to as ‘activity’.

General Information

Name of activity Organisational change to create Corporate Services Directorate
Lead person and job title Ananda Allan, Performance and Intelligence Manager

Contact Information (telephone Ananda.allan2@nhs.scot Date of this 24 September
and/or email) assessment 2025

Names and roles of | Amber Murray, EA to Chief Operating Officer/ Chief Officer
those involved in the | Bill Mitchell, Senior Performance and Intelligence Analyst
impact assessment | Anthea Banks, EA to Nurse Director

process Laura Gibson, Macmillan ICJ Project Manager

Amy Sellors, Project Support Manager

Alison Warrick, EA to Workforce Director

Jennifer Lee, Performance and Intelligence Analyst

Kelly Addiss, Corporate Business Support Administrator
Mary Watson, EA to Medical Director

Liz Forsyth, Strategy Support Manager

Describe the activity | 10 different teams are being brought together into a new Directorate. There are
in no more than 200 | opportunities for harmonising processes, improving cross-cover and professional
words development and to reduce the risk of single points of failure. However, the
organisational change required is likely to involve many people’s roles changing
and adapting to new ways of working, new team building and disruption to
traditional ways of working.

Key aims:

» A more strategic approach towards Corporate Services priority setting

* Improved levels of staff morale

* Improved cost effectiveness

* A reduction in the level of organisational risk and improved statutory
compliance

* Reduced reliance on single person support (single points of failure)

* Improved levels of leadership and peer support for individuals

* More equitable and accessible Corporate Services for all Directorates

* Higher degree of effectiveness, efficiency and agility

* Modernising skills for a digitally enabled workforce

 Improved organisational understanding of the capacity, scope and function of
Corporate Services as a valuable, critical and distinct organisational resource.

How will people be | Staff across all the teams in the new directorate must have opportunities to
affected by this inform and shape how the directorate functions. ‘Nothing about us, without us.’
activity? Senior leads and board members: As the main customers of corporate services,
people will need to know how their support will be changing and what to expect.
Other corporate services staff: Teams such as finance, quality and IT will need
to know how our services will be changing and what to expect from working with
us. They also have a professional interest in any new ways of working that
create efficiency or improvements.

There is no change expected to be experienced by members of the public.

Who has been Two senior managers were asked to do a scoping review of corporate business
involved in the support. They undertook stakeholder engagement with the executive officers,
development of this | reviewing strengths and weaknesses of different corporate services models, and
activity and in what | reviewing lessons learned by the Improvement Service from a Study of 7
capacity? Council areas on the centralisation of business support functions. People
currently providing corporate services were not included in the scoping.
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This was completed in February 2025 and 3 options were put to the NHS Board
Management Team.
The decision was that from 15 June 2025, the following teams came together
into one Directorate, renamed Corporate Services:

+ Communications and Engagement

« Strategic Planning and Transformation Business Support

+ Emergency and Resilience

* NHS Executive Assistants

+ Performance and Intelligence

» Corporate Business Support

*  Programme Management Office

* Public Health Business Support

* Adult Social Care Commissioning and Contract Management

« Strategic Planning
All team members have had a one to one session with the Director to speak
about their thoughts on the merger.

Please include any
evidence or relevant
information that has
influenced the
overall decision
being considered
within this impact
assessment

Corporate Services have limited interaction with public service users; the
majority of clients are internal to the organisation, managers, board members
and clinicians. However, we do support and advise others who may provide front
line services.

The new Directorate consists of 66 posts, 56 NHS and 8 Local Authority. The 2
organisations have different HR processes, IT systems and organisational
policies.

Data from TURAS shows that NHS D&G administrative roles (central functions)

have the following characteristics:
Characteristic NHS Scotland NHS D&G Corporate
(by headcount) Services Dir
Sex ratio Female | gooF : 20%M | 83%F : 17%M | 79%F : 21%M
Median Age 49 49 50
% 55 and Over 32% 33% 33%
Sickness o o 4.3%
absence 6.4% 5.8% (Aug 2025)
ATC Bands 48%:40%:12% | 53%:35%:12% | 17%:45%:28%
2-4 :5-7 : 8a+ ' : : : : :
Permanent role o/ . 7m0 o/ . A0 o/ . 770
Part-Whole time 30% : 70% 39% : 61% 23% : 77%

What do these figures tell us?

e Gender and age splits are similar to organisation and Scottish averages.

e \Women outnumber men 4 to 1.

e Sickness absence is currently much better than average, which means that
capacity is slightly less pressurised than in other areas.

e There are much fewer entry level roles and much more senior roles in this
department (a restructuring of the strategic planning function has been
agreed, but new job profiles have not been banded yet).

e There is a much lower level of part time roles seen in the department
compared to other central administrative functions.

Note that this team has national and organisational policies relating to workforce
to draw upon.

All staff are required to undertake mandatory equality and diversity training.

The Ethnic Minority Network was launched in February 2022.
If you would like to find out more about the network and receive information
about upcoming events, please email dg.ethnicminoritynetwork@nhs.scot
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The LGBT+ Network was relaunched in March 2022.
If you would like to find out more about the network and receive information
about upcoming events, please email dg.LGBTNetwork@nhs.sco t

The Womens’ Network was launched in June 2022.
If you would like to find out more about the network and receive information
about upcoming events, please email dg.womensnetwork@nhs.scot

The Disability Network was launched in September 2022.
If you would like to find out more about the network and receive information
about upcoming events, please email dg.disabilitynetwork@nhs.scot

For general queries about Staff Networks, please email
dg.staffnetworks@nhs.scot

Impact Assessment Questions

Please complete the table below and outline within the comments sections:

1. any evidence, relevant information or involvement that has influenced the decision on impact (this
may also include demographic profiles, audits, research, health needs assessment, work based
on national guidance, findings from engagement and consultation). Prompts are available on page
6 to support discussion around potential impacts.

2. Mitigating measures that will be taken to ensure that no impact is negative

When assessing the impact on each protected characteristic, you should consider the following aims of
the Public Sector Equality Duty:

e Does the proposed activity impact on the elimination of discrimination?

e Does the proposed activity contribute towards advancing equality of opportunity by removing
or minimising disadvantages, meeting the needs of particular groups and encouraging participation
in a particular activity?

e Does the proposed activity foster good relations between different groups?
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Protected Are there Are there Rationale for decision and further What measures will be put into place to
Characteristics/Impact | any positive | any negative comments mitigate any negative impacts?
Areas impacts? impacts?
This EQIA relates only to people of working Mitigation:
age (no children). e To combine the best advantages of
Positive: A new structure brings potential for important career experience and the
expanded career pathways and opportunity to skills that come with growing up in a
develop new roles. Working together in a digital culture we will ‘buddy up’ across
broader directorate enables people with mix the ages to sharing knowledge and skills.
of life experience, work experience and This is especially important for how and
generational norms to share different ways of why we do things: examples include
thinking. developing Standard Operating
There is potential for the organisation to JI[:’r%cec‘i‘_L:jr_e? and.golltectlczns gfttoql§ of the
Age become more efficient by re-balancing the rade, "idiots guide fo...~ and fraining
' skill mix. opportunities.
e Early years, children :
and young people, Negative: 33% of people are over 55, who * Toensure we have good succession
including care run the risk of being pigeon holed or not planning we should consider how people
experienced young Yes Yes on the lowest bands join our teams as

people
e Working aged people
e Older People

being invested in as we change how we work.
Changes have more impact on people
preparing to retire, what is the contingency
planning for people going to prevent the loss
of organisational memory? (Especially where
there are single individuals.)

We have fewer early career roles so it is
difficult for younger people to get a foot on
the career ladder in these professions.

we develop our directorate structure.

e We will review job descriptions looking at
skills frameworks and career
development to enable greater
opportunities for all.

e We will promote the supports in place for
people considering retiring.
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Protected Are there Are there Rationale for decision and further What measures will be put into place to
Characteristics/Impact | any positive | any negative comments mitigate any negative impacts?
Areas impacts? impacts?
Positive: As a mostly desk based workforce, | Mitigation:
this directorate takes full advantage of hybrid During th truct il ask li
working, enabling people to meet virtually and * uring the restructure we will ask fine
work from home or the most appropriate managers t.o pay parthular attention to
base. We also embrace flexible working, with staff welllbelng ?tnd aﬁt'\éfly prohmote the
many people working patterns that best suit range ot support avajlab'e such as
their individual needs. occqpatlhonal Zealth, sr:aff psychi?/logic/f
The directorate now has over 60 people, \i,eeﬁ}/tl,ce?nqtfﬁjb oo nhsdd.co.uidstatt:
which means that individuals have a better e We will add the accommodation passport
chance of support from others such as cross ton passp
. to our tools of the trade and induction
cover and of finding a work colleague that d te this with all staff
they get on with really well. processes and promote this with all staft.
Disability (This includes Negative: There is potential for people to feel This includes work environment and
physical disability, solated _f' i v/ v at h adaptations. We will consider how we
learning disability, SO a ? ! V‘;grf ng (t)? y mc;(s ya orr_1et. future proof for potential disability in the
sensory impairment, long | Yes Yes eople could forget 1o make appropriate future.

term medical conditions
and mental health
conditions)

accommodations or check in on people
because they aren’t interacting in person (‘out
of sight, out of mind’?)

With a much larger team, do meetings and
other events this become less accessible? Is
scale an issue?

Organisational change is likely to have the
largest impact on people with anxiety or who
have a long term condition that is
exacerbated by stress.

If people choose to reduce hours to be more
flexible around their needs, there is potential
for those hours to be lost to financial
pressures, making it harder to return to full
time work.

e We will enable people to book work
spaces with specific accommodations,
such as standing desk, orthopaedic chair
or quiet environment.

e We will ensure there is multiple ways for
people to engage and receive
information, to shape and take part in the
restructuring and to socialise that doesn’t
rely on large group, one size fits all.

e We will ensure that people taking longer
periods of time off are clear about what
work cover will be in place and keeping
in touch arrangements are followed.

5
Document Version 3
Last Updated: June 2024



https://www.nhsdg.co.uk/staff-wellbeing-hub
https://www.nhsdg.co.uk/staff-wellbeing-hub

Protected
Characteristics/Impact
Areas

Are there
any positive
impacts?

Are there
any negative
impacts?

Rationale for decision and further
comments

What measures will be put into place to
mitigate any negative impacts?

o We will protect reduced hours within
budgets for an agreed period of time.

¢ We will expand the number of people
who have expertise on producing
accessible work until this is a
mainstream skill, with good connections
to expertise and training materials
(maybe start an internal group that can
give advice/support?) This includes using
Plain English and less corporate
language, ensuring images have alt text,
and different formats. Bearing in mind
the financial implications, we will explore
how copilot and other tools can help us
do this before escalating up to more
formal solutions.

Sex/Gender

Yes

Yes

The workforce is 80% female, 20% male

Positive: All people are invited to contribute
to the development of the new directorate.

In a larger directorate there is potentially
more men to share experiences have peer
support.

Negative:

Men are in the minority and the culture is at
risk of being dominated by assumptions of a
mostly female staff. For example choosing
social activities that appeal mostly to women.
There can be indirect assumptions around
who has child care responsibilities or who can
work the holidays.

Mitigation:

e We will encourage all staff are to join an
appropriate staff network.

e We will use gender neutral terms for
sharing information, for example not
using he/she.

e We will ensure that no one feels
marginalised, by making no assumptions
around gender ‘norms’ on people’s
commitments and preferences for rotas,
social activities and so on.
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Protected Are there Are there Rationale for decision and further What measures will be put into place to
Characteristics/Impact | any positive | any negative comments mitigate any negative impacts?
Areas impacts? impacts?
There is a large number of traditionally e There is no dress code in the directorate
female roles in the directorate for which there that would impact on people’s freedom of
is a historic lack of career progression. expression.

e We will review job descriptions looking at
skills frameworks and career
development to enable greater
opportunities for all.

e We will promote the supports in place for
people struggling with
perimenopause/menopause.

Positive: As above, all people are invited to Mitigation:
contribute to the development of the new e We will use gender neutral terms for
directorate. sharing information, for example not
Flexible and hybrid working supports people using he/she. And ensure that trans
to suit their own circumstances. (including non-binary) people are not
] o excluded by language around gender in
Negative: Bringing together a larger team the context of any aspect of our working
means more relationships to consider. arrangements.
Gender reassignment No issues have been highlighted at this time, |® We will ensure that no one feels
Yes Maybe marginalised, by making no assumptions

and Transgender

but we are aware that the new legislation may
have an impact.

around gender ‘norms’ on people’s
commitments and preferences for rotas,
social activities and so on.

e Using diverse images in our posters and
materials and be open to being creative
about how we represent diversity.

e There is no dress code in the directorate

that would impact on people’s freedom of
expression.
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Protected Are there Are there Rationale for decision and further What measures will be put into place to
Characteristics/Impact | any positive | any negative comments mitigate any negative impacts?
Areas impacts? impacts?
Mitigation:
Marriage and Civil
Partnership None noted None noted e We will promote respect for all types of
relationships.
Positive: As above, a larger directorate Mitigation:
means that individuals have a better chance We will that le taki
of support from others such as cross cover. ¢ © will ensure that people taking
longer periods of time off are clear
Flexible and hybrid working supports people about what work cover will be in place
to suit their own circumstances. and keeping in touch arrangements are
Negative: Financial climate means there is followed.
less potential to pay for parental time off, and | e We will ensure rotas are flexible and
if roles aren’t covered, individuals don’t feel accommodate all people.
valued (impact on morale and mental health). | o \We will protect reduced hours within
People with new/additional parenting budgets for an agreed period of time.
Pregnancy and Yes Yes responsibility may wish to reduce hours for a

Maternity

period of time to maintain work life balance.
There is potential for those hours to be lost to
financial pressures, making it harder to return
to full time work.

Do we consider paternity as well? And
support people in caring roles equitably?
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Protected Are there Are there Rationale for decision and further What measures will be put into place to
Characteristics/Impact | any positive | any negative comments mitigate any negative impacts?
Areas impacts? impacts?
Positive: As above, all people are invited to Mitigation:
contribute to the development of the new . -
directorate. ¢ We will encourage all staff are to join an
appropriate staff network.
EeSXL:ﬁI?hizdoc%bgscvg%rgggCseusp?ports people e We will explore the use of Copilot and
other digital tech to enhance documents,
A larger team increases the diversity of lived making roles less reliant on high
experience within our team, which contributes standard of native English.
to better understanding of the needs in our ,
communities. o We V\{I|| ?_nsgrebthat I’Il((? one feels .
marginalised, by making no assumptions
gacz (/ig'f:\gz:rs and NHS quite forward thinking about equality. arougnd cultural Ynorms’gon people’sp
th}c;geywhose first Yes Yes Negative: Is the requirement for a high corr_1m|tm_en_t_s and preferences for rotas,
language is not English) standard of written English a reasonable social activities and so on.
expectation for our roles and does this cause |o There is no dress code in the directorate
a barrier? Also, assuming that people with that would impact on people’s freedom of
English as a second language don'’t have a expression.
high standard of English is discriminatory.
The team culture is at risk of being dominated
by assumptions of a mostly white, British
staff. For example choosing social activities
set in pubs or with limited dietary choices.
There can be indirect assumptions around
people’s needs and preferences.
Positive: As above, all people are invited to Mitigation:
contribute to the development of the new . -
directorate. o We will encourage all staff are to join an
Religion or belief Yes Yes appropriate staff network.

Flexible and hybrid working supports people
to suit their own circumstances, for instance
accommodating periods of fasting, sunset.

e We will work together to be flexible to
enable people to attend prayer timings
and religious festivals on request.
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Protected Are there Are there Rationale for decision and further What measures will be put into place to
Characteristics/Impact | any positive | any negative comments mitigate any negative impacts?
Areas impacts? impacts?
A larger team increases the diversity of lived |e We will ensure that no one feels
experience within our team, which contributes marginalised, by making no assumptions
to better understanding of the needs in our around cultural ‘norms’ on people’s
communities. commitments and preferences for rotas,
Negative: The team culture is at risk of being social activities and so on.
dominated by assumptions of a mostly white, |e There is no dress code in the directorate
British staff. For example choosing social that would impact on people’s freedom of
activities set in pubs or with limited dietary expression.
choices. There can be indirect assumptions .
around people’s needs and preferences.  We will promote the sanctuary spaces
and outdoor spaces on our major work
sites (and include this in induction).
Positive: As above, all people are invited to Mitigation:
contribute to the development of the new . .
directorate. e We will encourage all staff are to join an
appropriate staff network.
Elesxllli?[ltehzﬂdocvy;]bgicicvl\jcr:gggCseusp.)ports people e There is no dress code in the directorate
that would impact on people’s freedom of
A larger team increases the diversity of lived expression.
experience within our team, which contributes ,
to better understanding of the needs in our e We will ensure that no one feels
Sexual orientation Yes Yes communities. marginalised, by making no assumptions

Negative: The team culture is at risk of being
dominated by heteronormative assumptions.
For example relating to people’s family roles,
there can be indirect assumptions around
who has child care responsibilities or who can
work the holidays.

around cultural ‘norms’ on people’s
commitments and preferences for rotas,
social activities and so on.

e A discussion on the use of pronouns in
email signatures demonstrated that
these were diverse through the
directorate and probably could not be
one size fits all. However, we felt a basic
minimum content should be agreed.
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Protected Are there Are there Rationale for decision and further What measures will be put into place to
Characteristics/Impact | any positive | any negative comments mitigate any negative impacts?
Areas impacts? impacts?
Human Rights None noted
Positive: As above, a larger directorate Mitigation:
means that individuals have a better chance We wil tribute t ds th
of support from others such as cross cover. * € wilt.con r,| ute towards the
organisation’s Carer positive status and
Flexible and hybrid working supports people be aware of the emotional and mental
to suit their own circumstances. health impacts of Caring.
Good organisational support and focus on the |* We will be aware that C_arers needs can
needs of Carers. change and shift sometimes
unpredictably and being prepared to
Negative: There is potential for people to feel support others in crisis.
Carers Yes Yes isolated if working only/mostly at home. , ,
People could forget to make appropriate . We. will ensure that people taking longer
accommodations or check in on people periods of time off are clear about what
because they aren't interacting in person (‘out work cover will be in place and keeping
of sight, out of mind’?) in touch arrangements are followed.
If people choose to reduce hours to be more |* Ve will protect reduced hours within
flexible around their needs, there is potential budgets for an agreed period of time.
for those hours to be lost to financial e We will ensure rotas are flexible and
pressures, making it harder to return to full accommodate all people.
time work.
Staff:
e Full time
e Parttime
e Shift workers See
e Staff with protected throughout
characteristics

Staff vulnerable to
falling into poverty
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Protected Are there Are there Rationale for decision and further What measures will be put into place to
Characteristics/Impact | any positive | any negative comments mitigate any negative impacts?
Areas impacts? impacts?
Positive: As above, flexible and hybrid Mitigation:
working supports people to suit their own . , .
circumgtanggs, mi?wimFi)sing travel and * We will ensure there is multiple ways for
enabling people who live at a distance to people to engage and tgkg partin the ,
have good work life balance restructuring and to socialise that doesn’t
' rely on large group, one size fits all.
All equipment required to fulfil roles, such as , .
e oo ol lere et e
Poverty ‘at risk’ groups There are no financial implications for contributions within the department and
e Unemployed people meeting a required dress code. we will have a range of cost free ways to
. Peop_le on benefits NHS roles have a no redundancy policy. engage and socialise.
o Pensioners . . .
« Care Experienced v v e There is no dress code in the directorate
people es es that would impact on people financially.
e Those living in the Negative: With a much larger team, there . . o .
most deprived may be greater financial pressures to J W_e will review job descriptions looking at
communities socialise, contribute to birthday collections skills frameworks and career
e Remote rurality and so on. development to enable greater
opportunities for all.
There is a large number of traditionally . _ _
female roles in the directorate for which there |® We will champion the equality agenda
is a historic lack of career progression. W'tg tt;]e ITeaer\]Ne SUpdeFtihtP th":k abc:(ut
. . and challenge how we do things to make
If roles are offered on a part time basis, there services more equitable, for example not
IS pOtentIal for the add|t|ona| hOUFS tO be |OSt book|ng people from Stranraer 830
2 (;‘llneapoczcil”ptlir;s:uwrgi making it harder to appointments at the DGRI.
People with low
literacy/numeracy,
poorer skills and/or None noted
attainment
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Protected Are there Are there Rationale for decision and further What measures will be put into place to
Characteristics/Impact | any positive | any negative comments mitigate any negative impacts?
Areas impacts? impacts?
Th involved in th Positive: As above, a larger directorate
10Se Invoived in the means that individuals have a better chance

criminal justice system | Yes No .

and their families of support from others such as cross cover if
need to attend court.

Homelessness None noted

People who are

displaced incl. refugees | None noted

& asylum seekers

Economic & Social See above, as with ‘poverty’

Sustainability Yes Yes
Positive: As above, flexible and hybrid Mitigation:
working supports people to suit their own . :
circumstances, minimising travel and car « We W'." keep our gn_\/lr.o_nmental

o footprint low by minimising:
emissions.
o the use of personal work phones

Digital working reduces the dependency on o travelling for work (encouraging

Envi al v v paper usage. active travel, carsharing, public

nvironmenta es es i
Negative: Office jobs tend to generate a trﬁgfopccz)ﬂ Oi;el(:‘(:é'c IFI)I’(I)’[(I)IL CE:::Z q
large amount of paperwork. © pholocopying printing
copies

Cloud computing and digital services require o workshop materials
data centre storage that increases our use of o non-essential expenditure
electricity and rare materials for IT equipment | e We will follow the work policies for
which needs to be regularly replaced. replacing IT equipment.

Armed Forces None noted

Personnel and Veterans
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Does this activity require consideration of the Fairer Scotland

Duty? If yes, please outline the steps taken to meet the needs of

the duty.

This places a legal duty on public bodies to actively consider how they can reduce
inequalities of outcomes because of socio-economic disadvantage, such as low
income, area deprivation and material deprivation, and to produce a written
assessment of the results. This duty only applies to strategic decisions or activity.
More information can be found here.

Please indicate how are you ensuring the information about the Easy Read
activity and around the proposed changes is accessible in terms | British Sign Language

of communication in the following formats, where relevant:

Alternative Languages

Large Print

Other (please specify)

Available on demand
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Summary Sheet

Name of Activity

Organisational change to create Corporate Services Directorate

Date of Impact Assessment

24 September 2025

Key Lead Contact

Ananda Allan, Performance and Intelligence Manager

Ananda.allan2@nhs.scot

Please summarise any identified negative impacts and associated mitigations/actions:

Negative Impact

Mitigation/Action

Responsibility/
Timescale

Risk of age-related exclusion (e.g.
older staff being overlooked, lack
of early career roles)

Buddying across age groups to share knowledge and
skills; Succession planning and entry-level role
development; Job description review for career
development; Promote retirement support

All Staff / Ongoing

Potential isolation or stress for
disabled staff due to hybrid
working and organisational
change

Promote staff networks, wellbeing services and
accommodation passport; Accessible workspace
booking; Multiple engagement formats; Clear cover and
contact plans for absences; Protect reduced hours;
Build accessible communication expertise

Line Managers /
Induction &
Ongoing

Gender imbalance and
assumptions based on majority
female workforce

Use gender-neutral language; Avoid assumptions in
rotas/socials; Promote staff networks; Review job
descriptions for progression; Support for menopause-
related issues

Directorate
Leadership /
Ongoing

Risk of exclusion for transgender
and non-binary staff

Inclusive language and imagery; No dress code
restrictions; Avoid gender-based assumptions; Promote
diverse representation; Promote staff networks

All Staff / Ongoing

Financial pressures affecting
maternity/paternity leave and
return to work

Clear cover and contact plans; Flexible rotas; Protect
reduced hours

HR & Line
Managers /
Ongoing

Cultural assumptions affecting
race, religion, and belief inclusion

Promote staff networks; Use inclusive tech and
language; Respect religious practices and dietary
needs; Promote sanctuary spaces

All Staff / Ongoing

Risk of heteronormative
assumptions affecting LGBTQ+
staff

Promote staff networks; Promote inclusive language
and imagery; Avoid assumptions in rotas/socials;
Encourage pronoun use with flexibility

All Staff / Ongoing

Carers facing unpredictability and
isolation

Support emotional wellbeing; Promote wellbeing
services; Flexible rotas and crisis support; Clear cover
and contact plans; Protect reduced hours

All Staff / Ongoing

Poverty-related barriers (e.g.
socialising costs, travel, career
progression)

Cost-free engagement options; No dress code; Career
development support; Promote equitable service design

All Staff / Ongoing

Environmental impact of digital
and office work

Minimise travel (or promote greener alternatives),
printing, and non-essential expenditure; Follow IT
replacement policies

All Staff / Ongoing
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Monitoring

How will you monitor the ongoing impact of Regular monitoring of onboarding and exit interview

the activity on all population groups? feedback; Feedback in one to ones; Review of the
qualitative aspects of the delivery of Corporate Services
Directorate (see staff survey, wordle of how we want the
directorate to feel, iMatter); Budget control on consumables

and travel.

Next Steps in the Impact Assessment Process

When complete, the lead person should send a copy of the full Impact Assessment Tool to the Equality
and Diversity Lead by emailing it to dg.cbsteam@nhs.scot.

The impact assessment will then be published on the NHS Dumfries and Galloway public website at
www.nhsdg.co.uk.

Please take 5 minutes to share your experience of completing this Impact Assessment by completing
this short survey

Please note that this is a legal document stating that you have fully considered the impact on
the protected characteristics and is open to scrutiny by service users/external partners/Equality
and Human Rights Commission.
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