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EQUALITY SCREENING FORM 
 
 

The Legal Background 
 
Under Section 75 of the Northern Ireland Act 1998, the Civil Service 
Commissioners are required to have due regard to the need to promote 
equality of opportunity  between: 
 ● persons of different religious belief, political opinion, racial group, age, marital 

status or sexual orientation; 
 ● men and women generally; 
 ● persons with a disability and persons without; and,  
 ● persons with dependants and persons without. 
 
Without prejudice to the obligations set out above, the Civil Service 
Commissioners are also required to:  
 ● have regard to the desirability of promoting good r elations between 
persons of different religious belief, political op inion or racial  
group; and 
 ● meet legislative obligations under the Disability D iscrimination  
Order.  

 
The Task  

 
In order to determine whether an Equality Impact Assessment (EQIA) is 
necessary, changes to existing policies, functions or duties and new or proposed 
policies should be screened for significant equality issues as they arise.  This form 
is intended to assist with the screening of any policies for which you take the lead 
and to record the outcome in respect of each policy.  It should also be used as a 
prompt when considering legislative proposals. 

 
The screening procedure should lead to one of these conclusions: 
 ●the policy being screened does not have a significant impact on equality  
 of opportunity; or 
 ●the policy being screened has (or is likely to have) a significant impact on 
 equality of opportunity.  Policies falling into this category will need to be 
 considered further and may require an EQIA. 

 
 
 

A list of the main groups identified as being relevant to each of the Section 75 
categories is at Annex A of the document. 
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FORM CONTENTS 
 

Part I Scoping the Policy  

Part II Screening Analysis  

Part III Obligations under the Disability 
Discrimination Order 

Part IV Equality Impact Assessment 
Recommendation  

Annex A Main groups identified as relevant to 
the Section 75 categories  
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PART I 
 
 
1. SCOPING THE POLICY  
 

Definition of Policy 
 
There have been some difficulties in defining what constitutes a policy in the 
context of Section 75.  To be on the safe side it is recommended that you consider 
any new initiatives, proposals, schemes or programmes as policies or changes to 
those already in existence.  It is important to remember that even if a full EQIA has 
been carried out in an “overarching” policy or strategy, it will still be necessary for 
the policy maker to consider if a further EQIA needs to be carried out in respect of 
those policies cascading from the overarching strategy. 
 
Overview of Policy Proposals 
 
The aims and objectives of the policy must be clear and terms of reference well 
defined.  You must take into account any available data that will enable you to 
come to a decision on whether or not a policy may or may not have a differential 
impact on any of the S75 categories. 
 

 
1. Title of policy  
 
Civil Service Commissioners’ Recruitment Code (revised 2010) 
 
 
2. Brief description of policy.  Do any other polic ies interact 

with this policy?  
 
Civil Service Commissioners have a statutory duty to maintain the principle of 
selection on merit on the basis of fair and open competition (known as ‘the Merit 
Principle’) in relation to selection for appointment to the Northern Ireland Civil 
Service (NICS).  Commissioners also have a statutory duty to prescribe and publish 
a Recruitment Code on the interpretation and application of the Merit Principle.  
Adherence to the Recruitment Code is mandatory for all NI Departments and 
Agencies.  The NICS produces a lower level Policy and Procedures Manual which 
provides advice and guidance to all those making appointments to the NICS. 
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3. Aims of policy  
 
The aims of the Recruitment Code are to: 
 

– set out and explain the role of Commissioners; 
– set out the Commissioners’ recruitment principles, expectations and the 

requirements of the Code; 
– outline the circumstances when the Merit Principle shall not apply; and 
– explain the Commissioners’ approval role in relation to appointments to the 

Senior Civil Service (SCS). 
 

PART I 
 
4. Who is responsible for devising and delivering t he Policy? 

 
The Civil Service Commissioners are responsible for prescribing and publishing the 
Recruitment Code.  NICS Departments and Agencies are required to adhere to the 
Code when making appointments to the NICS. 
 
 
5. Are there any linkages to NICS Departments or th eir Agencies in relation 

to this policy/legislation? How are these interface s managed? 
 

The Recruitment Code places requirements on NI Departments and Agencies when 
making appointments to the NICS.  Commissioners engage closely and regularly 
with key stakeholders in the NICS and have an annual programme of meetings with 
Permanent Secretaries and senior officials in Corporate Human Resources (CHR) in 
the Department of Finance & Personnel who have responsibility for the 
management and control of the NICS, including setting recruitment policy and 
practices. 
 
 
6. Who is the policy/legislation likely to impact u pon? What data is available 

to facilitate the screening exercise? 
 
In addition to NI Departments and Agencies involved in recruitment to the NICS, 
the Recruitment Code is likely to impact on those seeking to apply for positions in 
the NICS.  DFP Appointments and Marketing Branch provide data on the number 
of applications by year, by competition, the number of appointments per year by 
competition, and a breakdown of applications and appointments per competition 
per year for a number, but not all, of the Section 75 categories. 
 
Diversity, inclusivity and equality of opportunity are at the core of the Recruitment 
Code provisions.  There is no evidence to suggest that different groups will have 
different needs, experiences, issues or priorities in relation to this policy. 
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7. Who will implement the policy? 
 
The Civil Service Commissioners are responsible for prescribing and publishing the 
Recruitment Code.  NICS Departments and Agencies are required to adhere to the 
Code when making appointments to the NICS. 

 
PART II 

 
2. SCREENING ANALYSIS 
 
 

Answering the Four Screening Questions 
 
The following four questions ask for evidence in relation to the Section 75 
dimensions.  You should not think of the “don’t know” column in the form as the 
easy option to respond to any of the questions.  In cases where you don’t know 
and you don’t have data, you will need to make a judgement based on experience 
as to whether the policy you are screening is likely to have an impact on any of the 
nine dimensions.  If your judgement is that the policy may have a differential 
adverse impact in relation to any of the Section 75 dimensions (i.e. it affects some 
groups differently and less favourably than other groups), you should seek to 
obtain evidence.  You should note that evidence can be qualitative – i.e. drawn 
from the experience of individuals from their perspective – as well as quantitative.  
Staff must give consideration to steps that they could reasonably be expected to 
take to obtain evidence and thereby inform their decision-making.  Such steps 
could include meeting with a representative group or selective consultation. 
 
The Northern Ireland Statistics and Research Agency web-site gives details of 
data sets (http://www.nisra.gov.uk). 
 

 
PART II 

 
1. Is there any evidence or indication of higher or  lower participation or 

uptake by different groups?  If so, please indicate  below. 
 
Please give reasons for your answer, including sources of data used. 
 
No.  The Recruitment Code is premised on promoting diversity, inclusivity and 
equality of opportunity.  Consultation on the Code undertaken in 2004 did not 
identify any relevant groups, organisations or individuals that reported problems 
specific to them.  In relation to the Recruitment Code, there is no evidence that there 
will be higher or lower levels of participation or uptake by any of the nine groups 
outlined in Section 75 of the Northern Ireland Act 1998. 
 
The NICS, as a separate public authority, is responsible for monitoring the 
composition of the organisation.  The 2007 Review of Fair Participation in the 
NICS, produced by DFP under Article 55 of the Fair Employment and Treatment 
(NI) Order 1998, found that, based on the number of applications received from 
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young men from a Protestant background, there is evidence that a lower number 
apply for posts in the Administrative Assistant, Administrative Officer and 
Executive Officer grades of the general service and lower numbers of both 
Protestants and Catholics apply for some grades in the Professional and Specialist 
grades.  This is a matter for the NICS and does not impact on the Commissioners’ 
Recruitment Code. 
 
 
2. Is there any evidence or indication that differe nt groups have different 

needs, experiences, issues or priorities in relatio n to the particular 
policy? 

 
Please give reasons for your answer, including sources of data used: 
 
No.  The Recruitment Code is premised on promoting diversity, inclusivity and 
equality of opportunity.  There is no evidence to suggest that any of the different 
groups have different needs, experiences, issues or priorities in relation to the 
Recruitment Code. 
 
 
3 Is there an opportunity to better promote equalit y of opportunity or better 

community relations by altering the policy or worki ng with others in 
Government or in the larger community? 

 
 
Please give reasons for your answer, including sources of data used: 
 
No.  Diversity, inclusivity and equality of opportunity are at the core of the 
Recruitment Code provisions.  There are no opportunities to further promote 
equality of opportunity or better community relations. 
 

PART II 
 
4 Equality Commission guidance states that the scre ening process should 

include pre-consultation with those who may be affe cted by the policy.  
Have consultations with relevant groups, organisati ons or individuals 
indicated that the policy may create problems, whic h are specific to 
them? 

 
Please give reasons for your answer, and details of any consultations that have 
taken place: 
 
No.  Key stakeholders in the NICS have been involved in the development of the 
revised Code and have had an opportunity to shape the provisions contained 
therein.  The broad thrust and core principles of the Code have not changed.  The 
primary purpose of this revision has been to clarify the Commissioners’ 
requirements and expectations and ensure a shared understanding among those 
who are required to interpret and apply the Code in practice. 
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Have you answered YES?  
 
If the answer to any  of the questions in respect of any of the categories is “YES” , 
then you will need to consider whether the policy has a significant impact on 
equality of opportunity and, therefore, should be subject to an equality impact 
assessment.  
 
If the answer to all  the questions in section 2 is “NO”  an equality impact 
assessment is not required. 
 
If the answer to any of the above questions is “DON’T KNOW” , and common 
sense and experience indicate that a differential impact may be expected, you 
may wish to discuss with the Equality Commission for advice.  
 
 

PART II 
 
It may be that a policy has an adverse differential  impact on certain people in 
one or more of the categories as a consequence of t argeting or affirmative 
action to combat an existing or historical inequali ty.  If this is the case, 
please give details below. 
 
N/A 
 

PART III 
 
 

OBLIGATIONS UNDER THE DISABILITY DISCRIMINATION ORD ER 
 
 

Under section 49A of the Disability Discrimination Act 1995, public authorities, 
when carrying out their functions must have due regard to the need to: 
 ● promote positive attitudes towards disabled people;  and ● encourage participation by disable people in public  life. 
 
Questions 5 and 6 below relate to these two areas.   

 
Consideration of Disability Duties 
 
5. Does this proposed policy / decision provide an opportunity for Commissioners 
to better promote positive attitudes towards disabled people people? 
 
Explain your assessment  
 
Diversity, inclusivity and equality of opportunity, including promoting a positive 
attitude towards people with disabilities, are at the core of the Recruitment Code 
provisions.  There are no further opportunities to better promote such 
opportunities. 
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6. Does this proposed policy / decision provide an opportunity for Commissioners 
to actively increase the participation by disabled people in public life? 
 
Explain your assessment  
 
As stated above, diversity, inclusivity and equality of opportunity, including 
promoting a positive attitude towards people with disabilities, are at the core of the 
Recruitment Code provisions.  The Code specifically recognises that people with 
disabilities may have difficulty in gaining employment through the normal 
competitive process and, in such circumstances, encourages Departments and 
Agencies to adapt the principles of the Code, as appropriate. 
 
There are no further opportunities, through the Recruitment Code, to further 
promote the active participation of people with disabilities in public life. 
 



 

Page 10 of 14 

 

PART IV 
 

EQUALITY IMPACT ASSESSMENT RECOMMENDATION  
 
 

Equality impact assessment procedures are confined to those policies considered 
likely to have significant implications for equality of opportunity. 

 
1. If screening has indicated that a policy is havi ng an adverse differential 

impact, how would you categorise it? 
 
Please tick. Not applicable 
 

Significant impact Low impact  

 
2. Do you consider that this policy needs to be sub mitted to a full equality 

impact assessment? 
 

YES NO 
 X 

 
Diversity, inclusivity and equality of opportunity are at the core of the Recruitment 
Code provisions.  The broad thrust and core principles of the Code have not been 
changed.  The purpose of this revision has been focused on clarifying the 
Commissioners’ expectations and requirements in relation to upholding the Merit 
principle and how these might be satisfied in practice.  This screening exercise 
has not identified any potential for adverse differential impact on any of the S75 
groups.  Arrangements are being made for a detailed process of consultation with 
all key stakeholders, including S75 groups.  All consultees will be informed of the 
result of this screening and will be encouraged to alert Commissioners if they 
consider that any of the proposed changes might have a differential impact on any 
S75 group. 
 
3. What data do you believe may be required to ensu re effective monitoring 

of the policy in the future? 
 
Not applicable. 
 
Signed: Iris Lovell 
 
Grade: B1 
 
Branch / Division: Secretariat, Civil Service Commi ssioners / REL 
 
Date: 5 August 2010 
 
Agreed by Head of Division: Rosemary Crawford 
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ANNEX A  
 

MAIN GROUPS IDENTIFIED AS RELEVANT TO 
 THE SECTION 75 CATEGORIES 

 
 

Category Main Groups  

Religious belief 
Protestants; Catholics; people of 
other religious belief; people of no 
religious belief  

Political opinion 
Unionists generally; Nationalists 
generally; members/supporters of 
any political party 

Racial group 

White people; Chinese; Irish 
Travellers; Indians; Pakistanis; 
Bangladeshis; Black Africans; Afro 
Caribbean people; people of mixed 
ethnic group, other groups 

Men and Women 
generally 

Men (including boys); women 
(including girls); transgender and 
transsexual people 

Marital/Civil 
Partnership status 

Married people; unmarried people; 
divorced or separated people; 
widowed people; civil partnerships 

Age 

For most purposes, the main 
categories are: children under 18; 
people aged between 18 and 65.  
However the definition of age 
groups will need to be sensitive to 
the policy under consideration.  
For example, for some 
employment policies, children 
under 16 could be distinguished 
from people of working age 

Persons with a 
disability and 
persons without  

Persons with a physical, sensory 
or learning disability as defined in 
Schedules 1 and 2 of the Disability 
Discrimination Act 1995. 

Persons with 
dependants and 
persons without  

Persons with primary responsibility 
for the care of a child; persons with 
personal responsibility for the care 
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of a person with a disability; 
persons with primary responsibility 
for a dependent elderly person. 

Sexual orientation 
Heterosexuals; bisexual people; 
gay men; lesbians 
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HUMAN RIGHTS 
 
Does the policy affect anyone’s Human Rights? 
 
ARTICLE 
 

 
POSITIVE 
IMPACT 

 
NEGATIVE 
IMPACT  
(human right 
interfered 
with or 
restricted) 

 
NEUTRAL 
IMPACT 

 
Article 2 – Right to life  
 

   √  

 
 
Article 3 – Right to freedom 
from torture, cruel, inhuman or 
degrading treatment or 
punishment  

   √  

 

 
Article 4 – Right to freedom 
from slavery, servitude and 
forced or compulsory labour  

  √  

 

 
Article 5 – Right to liberty and 
security of person  

  √  

 
 
Article 6 – Right to a fair and 
public trial within a reasonable 
time  

  √  

 

 
Article 7 – Right to freedom 
from retrospective criminal law 
and no punishment without law  

  √  

 

 
Article 8 – Right to respect for 
private and family life, home 
and correspondence  

  √  

 

 
Article 9 – Right to freedom of 
thought, conscience and 
religion  

 

  √  

 

 
Article 10 – Right to freedom 
of expression  

 

  √  
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Article 11 – Right to freedom 
of assembly and association  

  √  

 

 
Article 12 – Right to marry and 
found a family 
 

  √  

 

 
1st

 
protocol Article 1 – The 

right to a peaceful enjoyment 
of possessions and protection 
of property  

  √  

 

 
1st

 
protocol Article 2 – The 

right of access to education  

  √  

 
 
1st

 
protocol Article 3 – The 

right to free elections 

 

 

 √  

 
 
 
If you have identified a likely negative impact who  is affected and how? 
 
Not applicable – all impacts are neutral. 
 
 
Outline any actions which could be taken to promote  or raise awareness 
of Human Rights or to ensure compliance with the le gislation in relation 
to the policy? 
 
In developing this policy, due regard was paid to the Commissioners’ agreed 
and published Human Rights Policy statement.  Human Rights considerations 
were taken into account at all stages during the development process and no 
further actions were identified which might further promote or raise awareness 
of Human Rights or ensure compliance with the legislation. 
 

 


