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Equality Impact Assessment 

The Foundation’s commitment is to create a positive culture of respect for all staff and service 

users and to identify, remove or minimise risks of unlawful discrimination and disadvantage in 

its policies, functions and activities. As part of its development this document has been 

assessed in line with The Foundation’s Equality Impact Assessment procedure. 
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2. Scope 

3. Definitions 

4. Roles and Responsibilities  

5. Procedure 

6. Templates and Tools 

• EqIA Initial Conversation & Screening form  

• EqIA Full Template  

• Appendix A – Example EqIA  

• Appendix B – EqIA Best Practice Checklist  
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1. Introduction 
This procedure sets out the consistent, evidence‑based process used by the Foundation for screening 

and conducting Equality Impact Assessments (EqIAs) to ensure compliance with legal and statutory 

responsibilities and to promote equality, diversity, and inclusion. 

 

2. Scope 
Applies to all policies/procedures, strategies, projects, service changes, and key decisions. 

 

3. Definitions 
Equality Impact Assessment (EqIA): A risk assessment which aims to identify unlawful discrimination 

and disadvantage within policies/procedures, functions and activities. This structured analysis enables 

us to understand how policies/procedures, strategies, projects, service changes, and key decisions 

affect protected groups. 

Screening: An initial review to determine if a full EqIA assessment is required. 

Protected Characteristics: Age, disability, gender reassignment, marriage and civil partnership, 

pregnancy and maternity, race, religion or belief, sex, sexual orientation. 

 

4. Roles and Responsibilities 
Policy/Procedure/EqIA Service Leads: It is the responsibility of leads to ensure EqIA screening 

and a full EqIA assessment (if required) has been completed and to ensure all completed forms 

are submitted to the Governance Officer promptly. 

Engagement and Inclusion Manager: Provides guidance and quality assurance. 

Governance Officer: Maintains a compliance log of EqIA screening and full EqIA assessments 

Senior Leadership Team: Uses EqIA findings for decision making. Approves EqIA screening 

form and service changes/polices/procedures etc as appropriate.  

Executive Director: Reviews EqIAs for major decisions in discussion with CEO. Approves EqIA 

screening form, full EqIA assessments and business cases/policies/procedures etcas 

appropriate. 

 

5. Procedure 
Step 1: Have an initial exploratory, safe space conversation to think about and test assumptions, 

conducting screening to determine if a full EqIA is required.  
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Complete the screening form (EqIA Initial Conversation & Screening) and send to the relevant business 

case/policy/procedure approver who will also be responsible for approving the EqIA screening form. 

(Where a full assessment is not required, the EqIA screening form should clearly state that this is the 

case and detail the reasons for that outcome.) 

 

Where a full EqIA assessment is required, continue from step 2 onwards.   

Where a full EqIA assessment is not required, continue from step 4 onwards. 

 

Step 2: If following the initial screening 

a full assessment is required, use “EqIA 

Full Template” and follow the 5 stage 

approach to developing the risk 

assessment. (For an example see 

appendix A.)  

 

 

 

 

Step 3: In situations where screening has determined a full EqIA assessment is required, this should be 

forwarded to the relevant Executive Director for sign-off.  

Step 4: Communicate that this procedure has been followed – use the suggested standard wording 

below, i.e. the author of the business case or policy/procedure should include this paragraph in their 

document (for policies/procedures, this standard text is included within the latest template which can be 

found on PHF Connect). 

Standard wording: “The Foundation’s commitment is to create a positive culture of respect for all staff 

and service users and to identify, remove or minimise risks of unlawful discrimination and disadvantage 

in its policies, functions and activities.  As part of its development this document has been assessed in 

line with The Foundation’s Equality Impact Assessment procedure.”  

Step 5: Policies/Procedures - The completed and approved EqIA screening form/full assessment 

should be uploaded via the Policy and Procedure submission page which can be found on PHF 

Connect), along with the new or revised policy/procedure. Please note that you will be unable to submit 

a policy/procedure without a completed EqIA screening form/full assessment form (if required).  

For all other processes where an EqIA is required, please send the screening form/full assessment to 

foundation@percyhedley.org.uk in order for the Governance Officer to log. 
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6. Templates and Tools 

 
• EqIA Initial Conversation & Screening form (which can be found within the Foundation Forms 

Library on PHF Connect) 

• EqIA Full Template (which can be found within the Foundation Forms Library on PHF 

Connect) 

• Appendix A: Example Equality Impact Assessment full template  

• Appendix B: Equality Impact Assessment Best Practice Checklist  
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Appendix A 
Equality Impact Analysis Test: 

 
 What impact will the implementation of this policy, project or function have on employees, service users or other people who share 
characteristics protected by The Equality Act 2010 ? 

    
 Protected   
 Characteristic:  

   
Neutral 
Impact: 

   
Positive 
Impact:   

    
Negative 
Impact:  

   
 Evidence of impact and if applicable, justification   
 where a Genuine Determining Reason exists 

    
 Sex  
 (Men and Women)  
   

  
✓ 

 
✓ 

 
On balance, the policy could have a Positive Impact on employees who are 
both male or female who have either caring responsibilities or childcare 
commitments by allowing colleagues to structure working hours and locations 
to suit individual domestic circumstances.  
 
A minor Adverse Impact is noted, if home working is ever mandated (rather 
than offered) by a department. For example, where office space has been 
rationalised and employees no longer have their own personal working space 
e.g. a desk.  
 
We note this could represent a negative impact on any employee who is 
experiencing adverse domestic circumstances e.g. domestic violence or 
divorce and it would therefore be reasonable to conclude that the person 
concerned would prefer to work in a Council building rather than from home.  
 
We advise that the policy should be slightly amended to state that home 
working will never be mandated for employees who would need to work from 
an office, rather than from home, due to adverse domestic circumstances.  
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Equality Impact Analysis Test: 

    
 Protected   
 Characteristic:  

   
Neutral 
Impact: 

   
Positive 
Impact:   

    
Negative 
Impact:  

   
 Evidence of impact and if applicable, justification   
 where a Genuine Determining Reason exists 

    
 Race  
(All Racial Groups 
including 
Communities 
Experiencing Racial 
Inequality (CERI)).    

   
✓ 

 
Potential Adverse Impact for some employees who are minority ethnicity and where 
home working is the only option available or is mandated. Evidence indicates that 
employees who are of a minority ethnicity are considerably more likely to be living in: 
 

(i) Overcrowded accommodation (ergo a lack of private workspace). 
 

(ii) A house of multiple occupancy – where space and privacy may also be a 
key consideration.  

 
Using the latest information provided by the Office for National Statistics, in the three 
years to March 2021, an average of 3.1% of households in England were overcrowded – 
this means they had fewer bedrooms than they needed to avoid sharing. Out of all ethnic 
groups, the highest rates of overcrowding were in Bangladeshi (22.5%), Arab (17.1%), 
Black African (16.3%), and Pakistani (13.5%) households. The lowest rate of 
overcrowding was in White British households (1.7%).In all Socio-Economic, Age and 
general income bands, white British households were less likely to be overcrowded than 
households from all other ethnic groups combined. 
 
More than 6% of British households – a total of around 1.8 million people – are multi-
generational. In the UK, people from Black, Asian and Minority Ethnic communities are 
more likely than their White peers to be living in such groups. For all of these families, 
regardless of Race, privacy / isolation is, on balance, less readily available. 
 
Once again, we advise that the Agile Working policy framework should be slightly 
amended to state that home working will never be mandated for employees who are 
unable to work from home due to a lack of privacy or a dedicated home working area.  
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Equality Impact Analysis Test: 

    
 Protected   
 Characteristic:  

   
Neutral 
Impact: 

   
Positive 
Impact:   

    
Negative 
Impact:  

   
 Evidence of impact and if applicable, justification   
 where a Genuine Determining Reason exists 

   
 Disability   
 (Including Neuro 
Diversity, Physical 
and Carers of 
Disabled people) 

  
✓ 

 
✓ 

 
Offering flexible, smarter and more agile working is likely to have a Positive Impact 
overall for employees who have a Disability. 
 

TUC research Disabled Workers’ access to flexible working as a reasonable adjustment | 

TUC in 2021 showed that: 

 

‘There is a significant demand among disabled workers for flexible working. In terms of 
location, despite the challenges that some workers experienced during the pandemic, 
nearly all disabled workers (94 per cent) who had worked from home during the 
pandemic wanted to continue doing so in some form, either completely remotely or a 
hybrid working arrangement after the pandemic. Across all disabled workers, including 
those who had not worked from home during the pandemic, this figure is 75 per cent. In 
addition, over two thirds of disabled workers (68 per cent) wanted some form of hours-
based flexibility such as flexi-time, compressed hours or part-time working. 
 
Additionally, offering flexibility of hours and location is more likely than not, to allow 
Disabled employees to have better access to work i.e. be able to apply for, or continue to 
work in, certain roles within a Council service. 
 
A potential Negative Impact is recorded for employees who have a Disability who 
require either adaptations or the provision of specialist equipment which may routinely be 
available at Council offices/headquarters but not at home. The policy does not 
specifically reference Disability or offer guidance to managers relating to the 
implementation of aids and adaptations to home work areas.  
 
 
 
 
 
 

https://www.tuc.org.uk/research-analysis/reports/disabled-workers-access-flexible-working-reasonable-adjustment
https://www.tuc.org.uk/research-analysis/reports/disabled-workers-access-flexible-working-reasonable-adjustment
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Equality Impact Analysis Test: 

    
 Protected   
 Characteristic:  

   
Neutral 
Impact: 

   
Positive 
Impact:   

    
Negative 
Impact:  

   
 Evidence of impact and if applicable, justification   
 where a Genuine Determining Reason exists 

 
 Disability  
(continued)   
(Including Neuro 
Diversity, Physical 
and Carers of  
Disabled people) 

  
✓ 

 
✓ 

 
We recommend that the policy be revised to specifically state the obligations of the 
Council in this area. It is also important to note that employees who are neurodiverse, 
often experience change more adversely – preferring fixed routines and working 
arrangements. Certain aspects of flexible working arrangements could therefore result 
more in disproportionate adverse outcomes for Disabled employees e.g. requirements to 
‘hot desk’, planning and managing time, reduced mental health outcomes due to isolated 
working etc. We advise that agile working arrangements for neurodiverse employees 
should be specifically listed within the ‘Other Considerations’ section of this policy. 

   
 Religion or Belief  
   
 

  
✓ 

 

   
Positive Impact noted for employees who are able to work flexibly due to religious 
observance / events e.g. Ramadan.  
 
The potential reduction in travel achieved by the implementation of agile working is noted 
as a second Positive Impact for employees who are environmentalists i.e. hold a 
strongly held philosophical belief about climate change and the environment. 
 

    
 Sexual   
 Orientation   
(Heterosexual, 
Same Sex, Asexual, 
Bisexual and 
Pansexual.)  

 
✓ 

   
Neutral impact recorded. We conclude there is no reasonable risk that this policy could 
impact disproportionality (adversely or positively) on employees on the grounds of their 
Sexual Orientation. 
 
 
 
 

 Pregnancy and   
 Maternity  
 

  
✓ 

  
Positive Impact recorded due to an increased choice of working arrangements available 
via agile working which may be more suitable for employees who are either Pregnant or 
have recently given birth to a child. 
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Equality Impact Analysis Test: 

    
 Protected   
 Characteristic:  
   

   
Neutral 
Impact: 

   
Positive 
Impact:  

    
Negative 
Impact:  
     

     
 Evidence of impact and if applicable, justification   
 where a Genuine Determining Reason exists   

     

 Marital Status 
(Married and Civil 
Partnerships)  
  

 
✓ 

   
Neutral impact recorded. We conclude there is no reasonable risk that this policy could 
impact disproportionality (adversely or positively) on employees on the grounds of their 
Marriage / Civil Partnership status. 
 
 
 
 

 Transgender 
 
 
  

 
✓ 

 ?  
Neutral impact recorded. Any arrangements relating to employee attendance or working 
arrangements that may differ on the ground of Gender Reassignment or transitioning 
should be referenced by a separate policy within the Council.  
 
It is noted that during transitioning, colleagues may feel more comfortable presenting 
themselves to other colleagues and the public via virtual working.  
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Equality Impact Analysis Test: 

    
 Protected   
 Characteristic:  

   
Neutral 
Impact: 

   
Positive 
Impact:   

    
Negative 
Impact:  

   
 Evidence of impact and if applicable, justification   
 where a Genuine Determining Reason exists 

 Age 
(People of all ages)  
 
   
    

  
✓ 

 
✓ 

 
Positive Impacts:  
The Agile Working framework may offer greater opportunities to employees who have 
caring responsibilities or have age related medical conditions (including the Menopause). 
Recent ACAS research indicates that employees benefit from agile / flexible working 
arrangements (particularly time flexibility) through improved health and wellbeing. (See 
below): 
 
Flexibility in the workplace: implications of flexible work arrangements for individuals, 
teams and organisations | Acas  
 
There is also very clear evidence nationally to indicate that greater levels of sickness 
absence occur in older workers. For example, employees in the age range 60+ have 
an absence rate that is 113% higher than people aged 25 – 34. The shift towards 
working from home seen both during and post the coronavirus pandemic may enable 
older workers to remain in the labour market for longer. (Source ONS). 
 
Negative Impacts:  
Using research published by the London School of Business and Finance, the Business 
communications company Maintel has explored the work preferences of younger and 
older employees. Their research found younger workers under 35 are more likely to 
feel productive when working from an office, compared to just 19 per cent of workers 
over 55. The results revealed why younger workers prefer to work from the office - with 
the main benefit being able to receive face-to-face support from experienced co-workers. 

Older workers may experience greater difficulties using tech remotely e.g. virtual meeting 
software and e-learning.   
 
 
 
 

https://www.acas.org.uk/flexibility-in-the-workplace-implications-of-flexible-work-arrangements-for-individuals-teams-and
https://www.acas.org.uk/flexibility-in-the-workplace-implications-of-flexible-work-arrangements-for-individuals-teams-and
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Equality Impact Analysis Test: 

    
 Protected   
 Characteristic:  

   
Neutral 

Impact: 

   
Positive 

Impact:   

    
Negative 
Impact:  

   
 Evidence of impact and if applicable, justification   
 where a Genuine Determining Reason exists 

  
Gender Identity  
  
(People who identify 
in a way that does 
not wholly 
correspond to any       
Biological 
categorisations 
made at birth.) 

 
✓ 

   
Neutral impact recorded. We conclude there is no reasonable risk that this policy could 
impact disproportionality (adversely or positively) on employees on the grounds of their 
Gender Identity. E.g. non binary, demigender, gender fluid etc.  
 
(Please see previous note on presenting via a virtual working.) 
 
 

 
 Socio and    
 Economic Status   
  

  
✓ 

 
✓ 

 
Positive Impact recorded in due to the reduction of daily expenditure achieved by agile 
working. This includes personal expenditure in respect of travel, food and purchase or 
work clothing.  
 
Negative Impact recorded in respect of increased use of utilities due to home working. 
The policy does not specifically reference which costs will or will not be reimbursed by 
the Council to home based workers.  
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Action Planning:  

  As a result of performing this analysis, what actions are proposed to remove or reduce any risks of  adverse outcomes identified on 
employees, service users or other people who share characteristics  protected by The Equality Act 2010 ?     

    
 Identified Risk:   
   

   
 Recommended Actions:  

   
Responsible 
Lead:  

    
Completion 
Date:  
     

     
Review 
Date:   

Sex 
 
 
 
 

The policy framework should be amended to state that home working will never 
be mandated for employees who would need to work from an office, rather than 
from home, due to adverse domestic circumstances.  
 

   

Race 
 
 
 
 

The policy framework should be amended to state that home working will never 
be mandated for employees who are unable to work from home due to a lack of 
privacy or a dedicated home working area – particularly in respect of some 
employees who are minority ethnicity.    
 

   

Disability  
 
 
 

Agile working arrangements for neurodiverse employees should be specifically 
listed and detailed within the ‘Other Considerations’ section of this policy. 
 

   

General: 
 
 
 

The Council should collect and analyse equality profiling data relating to people 
working (or applying to work) within the Agile Working policy framework to 
ascertain if any disproportionate outcomes (however unintentional) exist for 
employees. This should be recorded in respect of colleagues who:  

(i) Apply for agile working. 

(ii) Have agile working imposed by a Council Department.  

(iii) Are allowed to work under the Agile Working framework.  

(iv) Are denied the right to work under the Agile Working framework.  

(v) Have agile working rights removed.  

We advise this information should include the profile of employees by  
Race, Sex, Disability and Age.  
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Appendix B  

 

Equality Impact Assessment: Best Practice Checklist 
 

This can be used by the individual conducting the EqIA and also the relevant Executive 

Director responsible for sign-off. 

EqIA Element ✓  

Dated and owned. i.e. when the assessment was performed and by whom   

Detail the policy / activity or function being assessed   

List who is potentially impacted by the activity (e.g. employees, customers)  

The overall aims of the policy from internal perspectives   

List what Equality profiling data is available (i.e. race, gender, disability, age)  

Reference any consultation activities or data used (e.g. survey information)  

List the financial implications (savings or expenditure)  

Equality Impact Assessment test across all protected characteristics   

A risk rating for any discrimination (e.g. likely, not likely, high impact etc)  

All discrimination identified is either mitigated, removed or justified.   

An action plan including SMART objectives and a review date   

  

 

 

 


