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Equality and Human Rights Screening Template 

PART 1 - POLICY INFORMATION 

 

1.1. Policy Title  
Implementation of the National Joint Council (NJC) Pay Award 2019 – 2020  

 

1.2. Description of policy or decision 
The NJC pay award, which is contractually binding for EA employees on NJC terms and conditions, was 
agreed for two years: 2018-19 and 2019-20.  The 2018 award included ‘bottom-loading’ (i.e. higher 
percentage increases) spinal column points (SCPs) 6-19 (inclusive) in order to continue to close the 
significant gap with the National Living Wage (NLW).  SCPs 20 and above received a 2% increase. 
 
The 2019/20 NJC pay award includes the introduction of a new pay spine with effect from 1 April 2019 
with ‘compacting’ of some SCPs to allow ‘headroom’ for increases in the NLW.  Employees will 
assimilate from their current pay point to a point on the new pay spine.   
 
The decision regarding the approach to be adopted is for individual employers and consideration will 
be given to the impact on staff of both approaches:   
Approach A: assimilation followed by incremental progression;  
Approach B: incremental progression followed by assimilation. 
 

 Approach A and Approach B produce different outcomes at some pay points on the lower end of the 
pay scale which are outlined in the table below: 

 

SCP  
(w.e.f. 01.04.18) 

Approach A  
(w.e.f. 01.04.19) 

Approach B  
(w.e.f. 01.04.19) 

Difference 

SCP 6:      £16,394  New SCP 2:    £17,711 New SCP 1:    £17,364 £347 

SCP 8:      £16,626 New SCP 3:   £18,065 New SCP 2:   £17,711 £354 

SCP 10:    £16,863 New SCP 4:   £18,426 New SCP 3:    £18,065 £361 

SCP 14:    £17,681 New SCP 6:    £19,171 New SCP 5:    £18,795 £376 

 
 Approach A:  assimilate first followed by incremental progression;  
 Employee A on SCP 6 (£16,394) will assimilate to SPC point 1 on the new pay spine (£17,364) and, 

where appropriate, incremental progression will move X to new SPC point 2 (£17,711). 
 
 Employee B on SCP 14 (£17,681) will assimilate to SPC point 5 on the new pay spine (£18,795), and 

incremental progression will move B to new SPC point 6 (£19,171). 
 
 Approach B:  incremental progression first followed by assimilation. 
 Employee C on SCP 6 (£16,394) will receive incremental progression to SCP 7 (£16,495) and then 

assimilate to SCP 1 on the new pay spine (17,364). 
 
 Employee D on SCP 14 (£17,681) will receive incremental progression to SCP 15 (£17,972) and then 

assimilate to SCP 5 on the new pay spine (£18,795). 
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What are you seeking to achieve? 
It is essential that agreement to and assimilation of all staff on NJC terms and conditions is achieved 
and in place for 1 April 2019. 
 
Are there any key constraints? 
The implementation of the pay award will place a significant financial cost pressure on the EA budget 
(approximately £20m).   
 
In addition, there will be significant pressures on human resources and payroll staff to prepare for and 
complete the work required for 1 April 2019. 

 

1.3. Who are the main stakeholders impacted? (Internal and external as well as actual and 
potential) 
All EA employees on NJC terms and conditions (headquarters, outcentres and non-teaching staff in 
schools), an estimated 35,000 posts. 
Human Resources/Payroll staff. 
 

 

1.4. Is the policy likely to impact people living in rural areas?  
 

Yes  

No    

   
If yes, please complete the rural sections of the template 

 

1.5. Other policies or decisions with a bearing on this policy or decision?  
 
National Joint Council for Local Government Services: National Agreement on Pay and Conditions of 
Service Terms and Conditions (Green Book). 
Statement of Main Particulars of Terms and Conditions of Service (NJC employees). 
EA Budget. 

 

PART 2 – EVIDENCE AND MITIGATION 

 

2.1.  What information did you use to inform this screening? E.g. census data, Equality Impact 
Assessments (EQIAs), consultation reports, service level data?  

 
EA Workforce Data 2018 
FETO Reporting 2018 
NI Census Data 
NISRA statistics 
Resource Link Cognos Report (NJC pts 6-25) 
Local Government Association data 
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2.2. Quantitative Data 

What is the profile of the people that are impacted by this policy or decision?  

Please provide a statistic breakdown of the people impacted by this policy or decision. Note, if the policy 

or decision impacts both staff and service users, please provide data on both.  

Section 75 Group 
 

 Make up of affected groups?  

Age 
 

EA STAFF  

 
Dependants 
 

EA STAFF 

 
 
On Census Day 2011, there were a total of 238,071 households with dependent 
children in Northern Ireland. This figure represents a third (33.8%) of all 
households. 

Disability 
 

EA STAFF 
 

 
 
The 2011 Census reports that just over one in five of the usually resident 
population (21%) had a long-term health problem or disability which limited 
their day-to-day activities. 

Religious Belief  
 

The 2011 Census reports that bringing together the information on Religion and 
Religion Brought up in, 45% of the population was either Catholic or brought up 
as Catholic, while 48% belonged to or were brought up in Protestant, Other 
Christian or Christian-related denominations. A further 0.9% belonged to or had 
been brought up in Other Religions and Philosophies, while 5.6% neither 
belonged to, nor had been brought up in, a religion. 
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EA STAFF 

 
Gender 
 

EA STAFF – Jan 2018 
 

ALL EA Male Female Total 

 
6088 28175 34263 

 
On Census Day 2011, 51% of usual residents were female and 49% were male. 

Marital Status 
 

EA STAFF 

 
 
The 2011 Census reports that 36.14% of the Ni population (Aged 16+) have 
never married or never registered a same-sex civil partnership, 47.56% of that 
age cohort are married, 0.09 are in a registered same-sex civil partnership, 
3.98% are separated but still legally married or still legally in a same-sex 
partnership, 5.45% are divorced or have their same-sex partnership legally 
dissolved and 6.78% are widowed of are a surviving partner from a same-sex 
civil Partnership. 

Political Opinion 
 

There is limited data available; however the Electoral Commission’s data on the 
first-preference votes per party in the Northern Ireland Assembly Elections 2017 
gives a good guide to political preferences in the province as a whole. 
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Ethnicity  
 

EA STAFF 

 
 
The 2011 Census 1.8 per cent (32,400) of the usually resident population of 
Northern Ireland belonged to minority ethnic groups in 2011, more than double 
the proportion in 2001 (0.8 per cent).  0.1 per cent (1,300) of people were Irish 
Travellers. 

Sexual Orientation 
 

EA STAFF 

 
 
Little information is available on employment opportunities for those who 
identify as Lesbian, Gay or Bi-sexual in Northern Ireland due to a lack of 
monitoring of this equality group. 
 
Office for National Statistics (ONS) data 2015 (published October 2016) indicates 
that in NI an estimated 0.8% of the population are Gay or Lesbian; 1.1% 
Bisexual; 0.3% Other; 3.7% don’t know or refused to answer the question. 
 
The Shout Report, published by Rainbow stated that, “an analysis of the 2001 
Census indicates that between 2% and 10% of the population may be lesbian, 
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gay or bisexual.” As such, from a total EA workforce of 34,713, between 694 and 
3,471 may be lesbian, gay or bisexual. 
 
The 2010 Northern Ireland Life and Times survey (1,205 adults) reported the 
figure as only 1%. The Office for National Statistics 2010 Report (450,000 
respondents) found that in Northern Ireland 92.5% said they were heterosexual 
and 0.9% of respondents said they were LGB, although 0.4% reported as ‘other’ 
and 6.2% said they didn’t know or refused to respond.  
 
Between 2006 and 2012, there were 715 recorded Civil Partnerships regionally. 

Rural Impacts According to DAERA, 37% of the population lives in a rural setting. 
 

2.3. Qualitative Data 

What are the needs and experiences of the groups that are impacted by this policy or decision?  

Are there different needs and experiences for any of the equality groups and what equality issues 

emerge from this?  

Section 75 Group 
 

 What are the needs and experiences of the groups as  
 they relate to the policy or decision?   

Age 
 

Data indicates that the majority of staff fall into the age ranges 30-59 years 
(72.94%). 

Dependants 
 

Data shows that the majority of EA staff is female therefore it can be 
assumed that there is a high incidence of caring responsibilities. 

Disability 
 

There is no evidence to suggest different needs/ experiences/priorities in 
relation to this Policy. 

Religious Belief  
 

There is no evidence to suggest different needs/ experiences/priorities in 
relation to this Policy. 

Gender 
 

EA employs more women than men, particularly in the lower pay bands; 
therefore application of Approach A would be more financially beneficial to 
that group of employees. 

Marital Status 
 

There is no evidence to suggest different needs/ experiences/priorities in 
relation to this Policy. 

Political Opinion 
 

There is no evidence to suggest different needs/ experiences/priorities in 
relation to this Policy. 

Ethnicity  
 

There is no evidence to suggest different needs/ experiences/priorities in 
relation to this Policy. 

Sexual Orientation 
 

There is no evidence to suggest different needs/ experiences/priorities in 
relation to this Policy. 

 

What are the social and economic impacts of the policy of people living in rural areas?  

Please consider positive and negative impacts around issues such as access to education or youth 

provision, transport, broadband accessibility and employment impacts 

Rural Impacts  
 

The new assimilation process will impact on everyone, those living in rural 
areas and those in urban alike.  
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2.4. Policy / Decision changes 
Based on the equality issues that have been identified, what changes (mitigation) can you make to 
the policy in order to better promote equality of opportunity?  

In developing the policy or decision, what changes did you make, or do you intend to make to address 
any equality issues that you identified?  
The assimilation process is to be implemented using one of two approaches, Approach A: assimilation 
followed by incremental progression; or Approach B: incremental progression followed by assimilation.  
 
The impact of both approaches were considered.  It is acknowledged that both approaches result in 
more beneficial outcomes for staff on different pay grades, however, after consideration it is deemed 
that Approach A is the preferred option for the following reasons: 

 it produces a more favourable outcome for employees at the lower grades,  

 it has a positive impact on staff on grades 6-21, the majority of which are female, part time workers; 

 it aligns with EA’s strategic vision, values and commitment to equality; 

 the additional cost of implementation is marginal compared with Approach B and will be financially 
more beneficial to staff on the lowest pay grades; 

 it is the ‘right thing to do’ for EA’s lowest paid employees.   
 
Approximately 60% of NJC employees (nationally) are paid on SCPs 1-22.  The majority of EA employees 
on those grades are female, part-time workers therefore adoption of Approach A will have a positive 
impact in terms of gender. 

 

Based on the rural impacts that you have identified, what changes (mitigation) can you make to the 

policy?  

Not applicable. 

 

 

PART 3 – GOOD RELATIONS 

 

3.1. Are there any changes to the policy or decision that you would make to better promote good 

relations?  

GROUP Impact on Good Relations 
Policy / Decision  
Changes 

Religion 
Political 

This is a national agreement applicable to EA 
employees on NJC terms and conditions.    It will 
have a positive financial impact for all employees 
with a 2% pay increase for staff on SCPs 20 and 
above, with those on the lower points receiving a 

 

Ethnicity 
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Opinion 
graduated increase ranging from 9.1% to 3.7%.  
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PART 4 – SEC 75 EQUALITY SCREENING DECISION  

This section is only relevant to the Section 75 Equality Duties 

4.1. How would you categorise the impacts of the policy or decision?  

Please refer to guidance notes on categorising impacts 

Please select:  

Major Impact  

Minor Impact   

No Impact  
 

4.2. Does the policy or decision require a full Equality Impact Assessment?  

Please select:  

Yes  

No  
 

Please provide reasons for your decision 
This policy will apply to all NJC staff employed in headquarters, outcentres and non-teaching school 
based staff.   
 
The aim is to close the significant gap with the National Living Wage (NLW) for those employees 
paid on the lowest pay points; and produces a positive outcome for all staff but particularly those 
on the lower pay points who are predominately female part-time workers. 

 

PART 5 – DISABILITY DUTIES 

5.1. Does the policy or decision encourage the participation of disabled people in public life? Or is 

there anything you can do within the policy or decision to encourage participation of disabled 

people in public life?  

How does the policy encourage the 
participation of disabled people in  
public life?  

Is there anything further you can do to 
encourage the participation of disabled people 
in public life?  

Not applicable.  

 

5.2. Does the policy or decision promote positive attitudes towards disabled people? Or is there 

anything you can do within the policy or decision to promote positive attitudes towards disabled 

people?  

How does the policy promote positive 
attitudes towards disabled people?  

Is there anything further you can do to 
 promote positive attitudes towards disabled?  

Not applicable.  
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PART 6 – HUMAN RIGHTS  

6.1. Are Human Rights Relevant?  

Article 
Relevant 
Yes/No 

Article 2: Right to Life No 

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

No 

Article 4: 
Right to freedom from slavery, servitude & forced 
compulsory labour. 

No 

Article 5: Right to liberty and security of person. No 

Article 6: Right to a fair & public trail in a reasonable time No 

Article 7: 
Right to freedom from retrospective criminal law & no 
punishment without law 

No 

Article 8: 
Right to respect for private & family life, home & 
correspondence. 

No 

Article 9: Right to freedom of thought, conscience & religion. No 

Article 10: Right to freedom of expression. No 

Article 11: Right to freedom of assembly & association No 

Article 12: Right to marry & found a family. No 

Article 14: 
Prohibition of discrimination in the enjoyment of the 
convention rights 

No 

Protocol 1, 
Article 1 

Right to a peaceful enjoyment of possessions & protection 
of property 

No 

Protocol 1, 
Article 2 

Right of access to education  No 

 

If you answered ‘no’ to all human rights considerations, please go to section 7 – monitoring 

6.2. If you have answered yes to any of the Articles, does the policy or decision have a potential 

positive impact or does it potentially interfere with anyone’s Human Rights? 

Article number 
 

Positive impact or  
potential interference?  

How? Any legal issues arise?  

Not applicable    

 

  

http://staff.esani.org.uk/resources/logos/Logos/EA Version 3 Logo for printing.tif


                                     Equality and Human Rights Screening Template 

 

11 | P a g e  
Template developed September 2017 

PART 7 – MONITORING   

7.1. What data will you collect to monitor the impact of the policy in terms of equality of 

opportunity, disability duties or human rights compliance?  

Section 75  Disability Duties Human Rights  

The 2019 NJC pay award requires employers to ensure that staff are assimilated to an appropriate 
point on the new NJC pay spine from 1 April 2019.  A wider pay and grading review for staff on NJC 
terms and conditions will be considered as part of the work to implement the 2019 pay award in its 
entirety and this will be considered as part of that wider programme of work. 

 

 

SIGN OFF 
 

Approved Lead Officer:    Sara Mooney 

Policy Screened by:         Grainne McClean / Paula Maxwell  

Date:                                 23 October 2018 

 

 

 

Please note that the template must be published as part of the screening process.  

Please forward the completed template to equality.unit@eani.org.uk for publication. 
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