
East Cambridgeshire District Council

1

Impact and Needs/Requirements Assessment (INRA)
Initial Screening

Initial screening needs to take place for all new policies, strategies, procedures and
functions. This stage must be completed at the earliest opportunity to determine whether it
is necessary to undertake an INRA for this activity.

Name of Policy, Strategy or Function: Grievance Policy and Procedure

Lead Officer (responsible for
assessment):

Nicole Pema, Principal HR Officer

Department: HR

Others Involved in the Assessment (i.e.
peer review, external challenge):

Kathy Batey, Head of HR & Facilities Management

Date Initial Screening Completed: September 2009

(a) What is the activity trying to achieve? i.e. what are its aims and objectives? Is it
affected by external drivers for change?

Any worker may at some time have problems or concerns with their work, working conditions or
relationships with colleagues that they wish to raise with their manager or another member of
management, this is known as a ‘grievance’. The employee will want the grievance to be
addressed, and if possible, resolved.

Grievances are best dealt with at an early stage, informally, with the immediate line manager.
Generally, most problems can be raised and settled during the course of everyday working
relationships. It is in the Council’s interests to resolve these problems before they can develop into
major difficulties.

However, the Council recognises that there is a need for a formal written policy to ensure that
employees and managers are clear about their rights and responsibilities and that there are
procedures in place to handle cases left unresolved.

The policy has been revised in light of changes in legislation from 6th April 2009. From this date,
the important provisions governing grievances at work can be found in The Employment Act 2008
and The Employment Tribunals (Constitution and Rules of Procedure) (Amendment) Regulations
2008.

(b) Who are its main beneficiaries? i.e. who will be affected by the policy and the way
the service is delivered?

All staff employed by the Council (with the exception of the Head of Paid Service, Monitoring
Officer and Chief Financial Officer where separate arrangements apply).
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(c) Does this activity have the potential to cause an impact (positive, negative or
neutral) on different groups in the community, on the grounds of:
(please tick all that apply):

Ethnicity  Age 
Gender  Religion and Belief 
Disability  Sexuality 

Please explain any impact identified:

The policy and procedure has a positive impact in all equality areas because it provides a non
discriminatory mechanism for all Council staff to deal with grievances that arise. It will be applied
fairly and consistently to all staff employed by the Council in line with the Council’s Corporate
Equality Policy.

The policy makes clear that additional assistance will also be provided to disabled employees
involved in grievances. This includes ensuring that:
 the timing and location of meetings/hearings is reasonable; and
 reasonable adjustments will be made to assist employees and others attending the hearing

with a disability.

Potential negative impact in relation to people’s perceptions of the grievance policy and procedure,
i.e. perception of how religion is accepted at the Council may prevent a member of staff from
raising a grievance about dress codes, prayer time etc. However, except for people’s perceptions,
there is no evidence to suggest that the policy would directly or indirectly discriminate on any
equality groups. Just need to ensure that people’s negative perceptions are minimised wherever
possible to increase confidence in the procedure and ensure that employees are able to disclose
personal and diversity related issues.

Grievance Policy and Procedure only available in English, however, a translation service is
available.

(d) If you have identified an adverse impact, does it disadvantage or
discriminate unfairly against any of the groups in a way that is
unlawful? This is more likely to occur in services that are customer facing,
particularly where judgements need to be made by Council staff about
access or entitlement to services or opportunities.

YES/NO



East Cambridgeshire District Council

3

(e) What information or background data is currently available to assist with making
the judgements above?

Information available to assist in making judgement at (d) includes:

Research by the Equality and Human Rights Commission shows that minority ethnic groups,
women, gay, lesbian and bi-sexual employees can face barriers to raising a grievance due to
lack of confidence in the process, fear of repercussions and lack of diversity among the
investigators or decision makers. However, there is no evidence to suggest that the policy
would directly or indirectly discriminate on any of these groups.

New legislation for handling grievance issues - the Employment Act 2008 – was implemented
from 6th April 2009.

The new ACAS Code of Practice on disciplinary and grievance procedures ("the Code"). This
document (and the associated guidance notes) sets out the way in which grievances should be
handled.

HR hold a spreadsheet of information regarding the diversity profile of Council employees who
raise grievances.

HR analyse the Exit Interview responses to address any grievances highlighted by people
leaving the Council’s employment

If the answer to question (d) is YES, then it is necessary to proceed with a full equality
impact assessment. If the answer is NO, then this judgement and your response to the
above questions will need to be countersigned by your Head of Service/Executive
Director, and then referred to the Council’s Equal Opportunities Working Group (EOWG)
for scrutiny and verification. Please forward completed and signed forms to Nicole Pema,
Principal HR Officer.

Signatures:

Completing Officer: Date:

Executive Director/
Head of Service: Date:


