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[bookmark: _Toc74754574][bookmark: _Toc153265687]Equality Screening and Impact Assessment
[bookmark: _Toc74754575][bookmark: _Toc153265688]Introductory Guidance 
[bookmark: _Toc71644268][bookmark: _Toc74754576][bookmark: _Toc153265689]What is it? 
Equality screening and impact assessment (ESIA) helps us consider the effect of our policies and practices[footnoteRef:2] on different people.  It helps us minimise negative impact and potential discrimination and promote opportunities to advance equality, inclusion and good relations between different groups of people.    [2:  Consistent with its broad definition in Section 75 of the Northern Ireland Act and other equality legislation, this guidance uses the term ‘policy’ as a shorthand for policies, practices, activities and significant decisions about how we work and carry out our functions. The British Council’s ESIA process is equivalent to the Equality Commissions screening exercise and equality impact assessment (EIA) and should not be confused with EQIA which is a more detailed equality impact assessment (EQIA) carried out in accordance with Equality Commission guidance, ‘Practical Guidance on equality impact assessment (February 2005)’.] 

It is deliberately a time and resource intensive process because it encourages us to slow down and build in perspectives from a range of different people.  
There are two main parts to equality screening and impact assessment.  
Part 1 (Equality Screening):  The first part of the form presents a set of equality screening questions.  These questions help determine whether the policy is relevant to equality and whether it needs to go through an equality impact assessment.  
Part 2 (Equality Impact Assessment):  The second part of the form, is the equality impact assessment.  This is where a panel of people review the proposed policy, particularly thinking about its impact on different groups of people, trying to identify and counter any potential negative impact and promote any opportunities to enhance equality.  The panel suggests actions for the policy owner to adopt.  
[bookmark: _Toc71644269][bookmark: _Toc74754577][bookmark: _Toc153265690]Why do we do it? 
The process helps us improve our policies and build equality into our work.  Equality screening and impact assessment (ESIA) helps us consider the potential impact of what we do on different groups who are susceptible to unjustified discrimination, some of whom are legally protected against this, whether by UK or other law.  It helps us demonstrate that we have proactively considered equality when developing our policies.
[bookmark: _Toc74754578][bookmark: _Toc153265691]When should we do it? 
Assessing the impact on equality should start early in the development of a new policy or review of an existing policy.  Assessing the impact on equality should be ongoing rather than a one-off exercise because circumstances change over time, so equality considerations should be taken into account both as the policy is developed and also as it is implemented.  The guidance here is to help assess the impact on equality before the policy is implemented.  
It takes some time to properly set up an equality impact assessment meeting if one is needed, so the equality screening questions should be considered as early as possible once the policy is drafted.  If an equality impact assessment is required it will take a little time to identify a chair, a note-taker, a diverse panel and to set up the meeting arrangements.  
In addition, once the meeting has taken place there are likely to be actions to be implemented before the policy is launched.  All this needs to be considered when determining the best time to address equality screening and impact assessment.
When we are implementing a policy that has been developed elsewhere, for example by a government department, or by a partner organisation we also need to assess the impact on equality.  Although responsibility for the policy itself rests with the organisation that developed it, we may have choices in how it is implemented that can help eliminate potential discrimination and promote equality, inclusion and good relations.
For existing policies, please note that an ESIA must be carried out every five years or when any substantial change/review is taking place, whichever is soonest. In this context ‘Substantial change/review’ means it would affect people in a different way than identified when the original ESIA was carried out.
[bookmark: _Toc71644271][bookmark: _Toc74754579][bookmark: _Toc153265692]How do we do it? 
Consider the purpose of the policy, the context in which it will operate, who it should benefit and what results are intended from it.  Reflect on its potential impact on people with different equality categories and think about which aspects of the policy, if any, are most relevant to equality.  Answer the equality screening questions to determine whether an equality impact assessment meeting is necessary.
If an equality impact assessment panel meeting is necessary, identify someone to chair the meeting, and someone to take the notes.  The chair and note-taker play a crucial role and specific guidance has been developed to support them: 
ESIA Guide for Chairs;  
ESIA Guide for Note-takers 
A diverse panel should be approached, including a range of colleagues from different teams / departments / countries / regions as appropriate, some of whom should be directly involved in or impacted by the policy.  
Panel members should be sent the part-completed ESIA form (i.e.  Part 1 and Section 1 of Part 2) and the policy documents, giving them at least a full week to read them and prepare for the meeting.

The panel will review the proposed policy, particularly thinking about its impact on people in different equality areas as listed in Part 2, Section 2 (point 3), trying to identify and counter any potential negative impact and promote any opportunities to enhance equality. The panel will suggest actions for the policy owner to implement. 
The impact assessment panel meeting must be held, and Part 2 of this tool used, when you still have time to make changes, otherwise it does not have real value.  As such the panel meeting should be held at least one month in advance of the planned implementation date for the policy.
[bookmark: _Toc71644272]After the meeting, the action points identified by the panel are reviewed by the policy owner and implemented as appropriate.  The policy owner confirms implementation of the action points or provides a planned date for implementation (and outlines a justification for any action points that will not be taken forward) and then signs off and sends the completed form to the ESIA@britishcouncil.org inbox for audit by the Diversity Unit.
[bookmark: _Toc74754580][bookmark: _Toc153265693]Northern Ireland
There is specific legislation in Northern Ireland which requires a more detailed process of equality screening and impact assessment for policies that are likely to have an impact on equality of opportunity and/or good relations. This includes external consultation with relevant contacts and organisations, which is done through publication on an external website available to the public. Given this, there is a need to confirm whether the proposed policy affects anyone in Northern Ireland. If it does, all parts of the form need to be completed and the guidance at Annex A must be read and followed.
[bookmark: _Toc71644273][bookmark: _Toc74754581][bookmark: _Toc153265694]Wales
As a public body operating in Wales there is a legal requirement for us to produce any information intended for the general public in Wales in the Welsh language.  Therefore, there is a section in the form seeking confirmation of whether the Welsh public will be affected by the proposed policy.
[bookmark: _Toc74754582][bookmark: _Toc153265695][bookmark: _Hlk74754415]Procedural notes
Please note, the document will be considered invalid for audit if not correctly completed. More information about the audit process can be found in the Guide to the audit of EDI planning tools. 
Complete Part 1 (Equality Screening) ensuring the Record of Decision is signed and dated by the policy owner (a digital signature including typed name is acceptable)
If Part 2 (Equality Impact Assessment) is required progress to Part 2
If Part 2 (Equality Impact Assessment) is not required, send the Part 1 (Equality Screening) form to ESIA@britishcouncil.org for audit by the Diversity Unit.  

Submitted tools which pass the audit are uploaded to SharePoint and form part of a database of examples accessible by colleagues.  
ESIAs that pass audit will inform and may be used as evidence of completed actions in the EDI planning tools section of the country/business area EDI action plans. Please note that this only applies where an Impact Assessment has taken place and both Parts 1 and 2 of the ESIA form have been completed. 

[bookmark: _Toc71644275][bookmark: _Toc74754583][bookmark: _Toc153265696]Part 1:  Equality Screening
[bookmark: _Toc71644276][bookmark: _Toc74754584][bookmark: _Toc153265697]Policy Details[footnoteRef:3]  [3:  Consistent with its broad definition in Section 75 of the Northern Ireland Act and other equality legislation, this guidance uses the term ‘policy’ as a shorthand for policies, practices, activities and significant decisions about how we work and carry out our functions.] 

	Title of policy 
	Homeworking Policy (UK)

	Name of policy owner
	Chris Bassett, Global Director, Total Rewards

	Planned implementation date (dd/mm/yy)
	1 August 2025

	Policy type 
(for example global, regional, cluster, country, business area, department, sector policy)
	Local policy

	Country/Business Area
	United Kingdom


[bookmark: _Toc71644277][bookmark: _Toc74754585][bookmark: _Toc153265698]Background 
Provide brief background information about the policy or change to it.  Include rationale, intended beneficiaries and expected outcomes.  Use as much space as you wish, the table below will expand as you enter information.   
	
Current policy is being updated to include a section on wellbeing and change in tax treatment of the utility allowance for 100% contractual remote workers. Other changes include new format and added additional sources of support.













[bookmark: _Toc71644278][bookmark: _Toc74754586][bookmark: _Toc153265699]Equality Screening Questions 
To determine if an EIA is necessary, please answer the following by ticking yes, no or not sure: 
	Question
	Yes
	No
	Not sure

	Is the policy potentially significant in terms of its anticipated impact on employees, or customers/clients/audiences, or the wider community? 
	
	
	X

	Is it a major policy, significantly affecting how programmes/services/ functions are delivered?
	
	X
	

	Might the policy affect people in particular equality categories in a different way?
	X
	
	

	Are the potential equality impacts unknown?
	
	
	X

	Does the policy have the possibility to support or detract from our efforts to promote the inclusion of people from under-represented groups?
	
	
	X

	Total responses Yes / No / Not sure
	1
	1
	3



[bookmark: _Toc71644279][bookmark: _Toc74754587][bookmark: _Toc153265700]Deciding if an Equality Impact Assessment is necessary
If you answered ‘yes’ to any of the questions, then an equality impact assessment is necessary. Please answer these additional questions, by ticking yes, no or not sure:
	Question
	Yes
	No
	Not sure

	Will the policy have an impact on anyone in Northern Ireland? (*)
	X
	
	

	Will the policy need to be communicated externally in Wales and therefore translated into Welsh?
	
	
	X



When you have answered these questions, please move to the ‘Record of decision’ section below and record confirmation of this by indicating “is required”; then progress to Part 2. 
(*) If the proposed policy affects anyone in Northern Ireland, all parts of the form need to be completed and the guidance at Annex A must be read and followed.  



If you answered ‘no’ to all the Equality Screening Questions above, then an equality impact assessment is not needed.  Please move to the ‘Record of decision’ section below and record confirmation of this by indicating “is not required”.
If there are any ‘not sure’ responses to the Equality Screening Questions above, then please discuss next steps further with the Dedicated EDI Lead in your region/sector or with the Diversity Unit, who will help you decide if an equality impact assessment is necessary.   
[bookmark: _Toc74754588][bookmark: _Toc153265701]Record of Decision
	I confirm an equality impact assessment is required / is not required (delete as relevant).  

	Policy Owner (Name): Chris Bassett

	Policy Owner (Role): Global Director, Total Rewards

	Policy Owner (Signature): 
(A typed signature is sufficient)  CHRIS BASSETT

	Country/Business Area and Region: UK

	Date (dd/mm/yy): 23 June 2025



[bookmark: _Toc74754589][bookmark: _Toc153265702]Procedural notes
Note 1: If an equality impact assessment is required, please complete Part 2, Section 1 and send this part-completed form to the panel along with any relevant background documentation about the policy at least one full week prior to the EIA meeting.  This should include the draft policy and any supporting data or relevant papers.
Note 2:  If an equality impact assessment is not required, this Equality Screening section (i.e. Part 1) of the form must be sent to ESIA@britishcouncil.org for audit by the Diversity Unit.


[bookmark: _Toc71644280][bookmark: _Toc74754590][bookmark: _Toc153265703]
Part 2:  Equality Impact Assessment (EIA)
[bookmark: _Toc74754591][bookmark: _Toc153265704]Section 1
This section is to be completed before the EIA panel meeting and sent at least 
one week in advance to the panel along with the policy and other relevant documents.

	Title of Policy 
	Homeworking Policy (UK)



1.  	Please summarise the purpose of the policy, the context in which it will operate, who it should benefit and what results are intended from it.
	
Policy applies to all UK employees and outlines homeworking options. 






2.  	Please explain any aspects of the policy you’ve been able to identify that are relevant to equality.  This will contribute to the equality-focused discussion the panel will have.
	
For discussion






3.	Please outline any equality-related supporting data that has been considered.  This could include consultation with Trades Union Side or staff associations, equality monitoring data, responses from staff surveys or client feedback exercises, external demographic and benchmarking data or other relevant internal or external material.

	[bookmark: _Hlk74056912]
None to note





[bookmark: _Toc74754592][bookmark: _Toc153265705]
Section 2
This section captures the notes of the Equality Impact Assessment panel meeting.

	Title of Policy[footnoteRef:4]:  [4:  Consistent with its broad definition in Section 75 of the Northern Ireland Act and other equality legislation, this guidance uses the term ‘policy’ as a shorthand for policies, practices, activities and significant decisions about how we work and carry out our functions.] 

	Homeworking Policy (UK)

	Date of EIA Panel Meeting: (dd/mm/yy)
	30 June 2025

	Name of Panel Chair:
	Catherine Gater

	Name of Note-taker:
	Shubhi Deshwal



1. Please list the names, roles/business areas and geographical location of the panel members.  If contributions have been received in writing by people who could not attend please list their details too and note ‘input in writing’ by their name.

	[bookmark: _Hlk74056965]Chair:
•Catherine Anne Gater (CG), Head of EDI–E&E (Extensive experience of ESIA, representing) 
Panel Members:
1. Chris Bassett (People Function), Director Total Rewards, UK. Has been involved in several ESIA sessions before.
2. Sarah Brisbane (SB), Operations & Equality Manager, UK. Done no. of ESIA over the years. 
3. Bob Busby (BB), Exam Compliance Manager, UK. Participated as ESIA panel member before and externally done work in similar functions
4. Anna Duenbier (AD),  Knowledge Exchange Manager, UK 
5. Makram Elmouzayen (ME), Account Relationship Manager, Saudi Arabia
6. Suzie Emery (SE), Head of Operations-IELTS, UK
7. Emily Hughes (EH), Head of Copy, Manchester UK and previously has been part of ESIA panel
8. Javed Iqbal (JI), Director of Technology & Delivery. He has been part of ESIA since British Council started the ESIA.
9. Marjanovic Miroslava (MM), EDI Lead and had one ESIA session before and audited several.
10. Anna Mears (AM), EDI Advisor and member of disability group and has attended seven ESIA sessions in the past.
11. Natasha Nicholls (NN), Head of Programme Management, UK and no prior experience of being part of an ESIA panel
12. Jonathan Steer (JS), Head of Total Rewards, Poland. 
13. Shakia Stewart (SS), Principal Designer, UK and has been part of five ESIA session before.
14. Fariha Tahanin (FT), Senior Consultant, Manchester UK and this is her first experience of being part of an ESIA panel in the British Council.
15. Vicky Gough (VG), Senior Consultant, UK and have done 2 or 3 ESIA panel before. 
16. Furqan Hafiz Bashir (FH), Regional Head of EDI - Middle East and North Africa, UEA.
Note taker:
• Shubhi Deshwal (SD), Total Reward Consultant, India (First time participant as a 
  member of an ESIA panel and as a notetaker.

Policy Owner:
• Chris Bassett (People Function), Director of Total Rewards, UK.

Couldn’t Attend:
Uma Bradsaw, Sue Davies, Natasha Anderson, Alea Guhman, Maria Nomikou, Saman Khalid, Peter Brown, Christine Wilson, Thomas Louis, Michael O’ Donnabhain, Paul Clementson, Medy Wang , Jonathan Stewart, Ruth Cocks, Stephanie Twigg, Isaac Allison,  



2. Summarise the main points made in the discussion, noting which documents were reviewed.  Note any points relating to clarity / quality assurance as well as points relating to equality issues.

	Document Reviewed: Homeworking Policy (UK) - Draft  for ESIA Panel Session

Welcome and introductions: 
Catherine Gater (CG), Chair, welcomed the panel members, CG gave a quick overview of
how the discussion will run. Following this, she asked panel members to introduce
themselves. CG confirmed that document being reviewed had been shared in advance and
hoped the member went through the same. She explained that the panel members will also
be requested to review the notes to ensure that discussions and decisions made are
accurately captured.
Setting Context:
JS: Quick overview of the UK Homeworking policy. Few changes/updates are done in the
policy. The existing one doesn’t have ESIA before so it’s an opportunity to review what the
current home working policy is for the UK.
Changes: added mental wellbeing section, LM responsibility, Utility Allowance, Tax
Exemption, updated links for reference policy.

Key Discussion Points:
EH: Emily highlighted concerns that the policy frames flexible working as employee choice,
while some colleagues like 260 in Manchester were mandated to work from home, raising
potential issues needing careful consideration in the SER. Would there be a separate
homeworking policy for when it's not the desire request of the employee?
JS: probably 1 homeworking policy covering both scenarios.
JI: Javed emphasized that the policy should cover both employee requests and organisational
mandates for working from home, reflecting the new reality. He also highlighted the need to
review and update all linked documents to ensure consistency and relevance.
CG: there are additional information on webpages.
AM: about colleagues on ongoing contracts working in different countries, seeking clarification
on whether there is a separate policy addressing their homeworking arrangements.
JS: this this obviously is related to the UK, we have an overarching global flexible working
policy now that's being updated as well.
CG: suggested reviewing the Vision of Belief guide’s annex on using quiet and faith spaces to
inform guidance for flexible and remote working arrangements. She also reminded that
flexible working includes various options beyond hybrid models, like compressed hours.
CG: highlighted that the UK policy clearly defines London weighting and travel zones but suggested developing guidelines for global policies on what constitutes a reasonable commute for office attendance, considering office locations like Cardiff and surrounding areas.
JS: not sure if it's something that we would put into a policy, but it's something that can take away and look at.
VG: asked if there will be guidelines for managers on deciding whether to approve contractual hybrid working, including factors like commuting distance and other considerations.
JS: clarified that managers can reject flexible working requests based on eight specified business reasons, aligned with legislation, which are detailed in the policy’s SharePoint links.
ES: shared that the UK Ministry of Defence policy allows employees living over 40 miles from their office to claim travel expenses for the extra distance, suggesting this could be a useful reference for setting travel guidelines.

Different ages and dependant responsibilities 
VG, EH mentioned about increase in cost to work from office for staff who has Childcare and dependent responsibility and homeworking from several years.
CG: will be a potential negative impact in that people's costs will go up.
EH: contradictory to above points, may be interrupted and the home working policy says that employee won't be interrupted by dependents at any point.
SS: highlights concern about young people entering the workforce and working remotely, potentially leading to isolation and limited networking/career progression. She suggests exploring ways to mitigate this isolation and extend well-being initiatives to include connection and career development for remote workers.
JS: mentioned about the well-being section of their policy addresses some of these issues by outlining line manager responsibilities. However, he suggests further examination is needed, especially considering office closures that necessitate remote work. 
JI & FT: core hours impact global teams, as some colleagues work extended hours for different time zones. He also highlighted the negative effect on those with childcare responsibilities, who benefit from flexible arrangements established during COVID-19. Enforcing core hours could hinder this successful flexibility. FT highlights that strict adherence to core hours adversely impacts employees, especially those with caregiving responsibilities. She experienced issues with personal appointments and even faced challenges for breastfeeding breaks due to rigid core hour interpretations. She advocates for an output-based approach and normalization of caregiving breaks in remote work policies, recognizing the realities of working from home with children.
JS: queried whether to remove core hour references for full flexibility or maintain them with exceptions for WFH applications. JI suggested a combination: retain core hours as guidance but empower teams and line managers to agree on alternative arrangements, ensuring flexibility rather than rigid enforcement.
CG: clarifies that other policies cover ad hoc flexibility like medical appointments or sick kids; employee should be directed to those for such scenarios.
FH: highlights about £200 one-time office setup amount, believing it's insufficient. He also raises concerns about compressed hours conflicting with core hours, especially for those working across different time zones.
AM: raises concerns about informal hybrid working agreements (e.g., two days remote) not receiving equipment remuneration. She argues that suitable equipment and space are still needed, regardless of the number of remote days, potentially creating a problematic disparity.
JS: clarifies the £200 payment is only for contractual hybrid and 100% remote working.
CG: asks if the three-day office requirement will lead to regularizing informal working arrangements across teams, or if a review process is planned. Asked if there is any information around same.
JS: out of scope for this policy
Disabled people
AD: talks about policy explicitly stating additional budget for disabled colleagues to procure necessary equipment, ensuring inclusion. She mentioned of lengthy delays with the UK's Access to Work program, the British Council to consider mitigation. She also emphasizes the critical need for confidentiality regarding disabled colleagues' medical information provided during assessments and suggests incorporating the Equality Act into relevant policies.
JI added about the lack of a centralized record-keeping system. He emphasizes that relying solely on line managers and staff to maintain these records is problematic due to frequent manager changes, potentially disadvantaging disabled colleagues who require these adjustments. There should be an adequate system.
JS: the need for a more appropriate, centralized, and confidential system for recording reasonable adjustments, suggesting the People Function or another department might be better suited and should not be included in this policy.
FT: raises concerns about mental wellbeing and homeworking, suggesting a "no-meeting" day or shorter meetings and allow breaks. She also asks about normalizing virtual social connections and potential in-person meeting opportunities for remote staff.
SB (chat question): working compressed hours over four days, it's unclear if three office days are always required or if it's pro-rata.
JS: above to be considered for policy.
AM: contractual arrangements will be harder to secure going forwards on which JS said responded by confirming that all requests should be reviewed and legislation to be followed.
SE: HR informs that no contractual request will be approved and denied until information regarding September – return to office mandate is out.
CB: not denied but currently on pause.
EH: How MFHA works for homeworking staff as part of mental well-being.
BB: talked about increased noise in the office impacting neurodivergent staff and the lack of headsets. He also highlighted risks issues with designated quiet/eating areas, and potential awkwardness around reserved desks for accessibility needs.
JS: above point is out of scope for this policy
CG from chat about sensory overwhelm for neurodivergent staff, whether working from home or the office, highlighting the need for individual adjustments. AM suggested a separate "back to the office" plan for teams to discuss.
BB: highlighted concerns for neurodivergent colleagues who may have joined under work-from-home conditions, avoiding disclosure. Forced office return could lead to uncomfortable conversations or disrupt effective routines, as the "working better in office" idea is neurotypical-centric.
CG: back to office plan needs a neurodivergent perspective, allowing time for sensory adjustments to emerge gradually.
FH & EH: highlighted that the £200 home office allowance is insufficient for disability-related adjustments and assistive equipment, which often cost more, urging a revisit of the policy. EH also raised concerns about reduced physical activity due to working from home, potentially leading to increased physical health issues like back pain.
CG: reiterated the need to identify both positives and negatives regarding flexible work, acknowledging that experiences vary.
AD: (via email) - the updated Reasonable Adjustments Policy’s finalisation depends on pending revisions. Alongside the policy refresh, training for line managers and relevant teams will align with organisational values. Concerns were raised about reduced references to EDI principles compared to the previous version. Clarification is needed on emphasizing EDI’s importance in promoting proactive inclusion and supporting colleagues effectively.
Concerns were raised about requiring disabled colleagues to disclose if flexible working requests relate to their disability, questioning potential barriers and need for timely support. It was also suggested to include the Equality Act 2010 alongside Flexible Working Regulations under legal compliance.
Clarification is needed on the flexibility available for disabled colleagues when required to attend the office, especially if reasonable adjustments are not yet in place or cannot be implemented on-site.


Different ethnic/racial and cultural groups
FH: highlighted that forcing people, especially from diverse ethnic, tribal backgrounds and lower socioeconomic statuses to work from home raises concerns. Many may lack adequate space or financial means to create a suitable home working environment.
BB: highlights denial of work-from-home requests for manual roles disproportionately affects certain groups. He linked this to pay scale and demographic data, asking if everyone, regardless of role or background, has equal remote work opportunities
JS: mentioned about eight legal grounds exist to refuse work-from-home requests, and each should be assessed fairly and consistently. A SharePoint link in the policy includes these grounds for UK employees.
CG & SS: collect any data around that in terms of who's requesting, who's accepted and who's not accepted? Is there mechanisms exist to monitor the ethnic, racial, and cultural backgrounds of employees mandated to work from home or whose adjustments aren't met. The aim is to track potential negative impacts on social interaction, networking, and career progression.
JS: will check how this is tracked.
MM & NN: three-day in-office policy limits diversity and inclusion by creating geographical barriers. A well-structured homeworking policy could overcome this, opening opportunities for a broader range of talent. Three-day in-office policy could severely impact colleagues observing religious festivals like Eid, due to differing schedules and fasting. The homeworking policy should ensure flexibility and support during these times.
CG: do we do we link back to the equalities policy in in that policy in terms of what our organizational aims?
Different sexes and genders
EH, FT & SS: highlighted how traditional gender roles lead to unequal home working arrangements, with women often getting secondary workspaces and bearing the brunt of domestic responsibilities. This results in burnout and limited personal breaks. Concerns were raised about the nature of homeworking and the difficulty of taking physical breaks due to demanding meeting schedules, especially for women who often manage household duties during lunch, further impacting their physical and mental well-being. Working from home with family presents challenges like managing different time zones and the constant pull of household chores. It's difficult to avoid domestic distractions without a dedicated workspace, especially for women, making it hard to stick to strict work hours.
JS: probe and ask, is it difficult to protect lunch hours. It is important for mental well-being to have break to eat.
CG & FT: yes difficult 
VG: Working from home allows me more exercise due to no commute.
ES: talks about France's strict protected lunch hours, I believe other countries should adopt similar policies to ensure proper breaks. While working from home presents domestic distractions, the flexibility to manage personal tasks without a commute is a significant benefit and often a personal choice, allowing for a better work-life balance.
CG: wider discussion is needed to revisit culture team and homeworking culture as things evolve.
ME: asked about the roles which requires external client visit, will there be flexibility for those roles.
JE: will be part of the guidelines coming in September month 
CG: highlights about women facing domestic violence, line managers should be aware of employees potentially at increased risk due to working from home, as incidents rose during COVID-19 lockdowns.
Different languages
BB: requirement for Northern Ireland to announce policy changes before they're implemented.
SB: will publish all the screening that has taken place that has an impact in Northern Ireland on website at end of financial year.
AD: (via email) - The organisation supports the social model of disability and prefers using terms like ‘disabled colleagues’ instead of ‘colleagues with disabilities.’ It was suggested to align the policy language and related materials with the organisational inclusive language guide. whether the policy will be in an accessible template and aligned with the refreshed branded templates.
Different marital status
EH: people living alone in isolation, especially for single individuals seeking a wider network and organizational connection. This highlights a potential negative impact of not being in the office regularly.
BB: single British Council employees in London, affordable housing often means living far out. If their job was primarily remote, a new in-office requirement could create a significant disadvantage due to increased commute.
FT: highlighted that people assume that single can work long hours as they don’t have responsibility. Also, married employees, often women, may face challenges balancing work with caregiving and household tasks. Protecting break times and lunch hours is crucial to support them due to traditional gender roles.
CG: talks about employees can request flexible working for various reasons, not just childcare and can be rejected on some grounds laid in policy. LM should be sensitized and aware on the guidelines 
JS: the grounds to refuse are based around law legislation. As part of policy, Managers are reminded about all the reasons. 
Different political opinions or community backgrounds
SB: Northern Ireland, legally monitor Community Background (Protestant, Catholic, or neither) for fair employment legislation. This policy, however, has no significant positive or negative impact on either community.
Pregnancy, maternity, paternity
FT: talks about offering flexibility for frequent breaks, medical appointments, and task management with empathy. This includes reasonable adjustments for conditions like gestational diabetes, allowing time for post-meal walks. Clear guidelines and manager briefings are crucial to empower junior colleagues to discuss these needs without fear of negative repercussions.
JS & CG: this will be part of other policy as this is part of office and homeworking both. 
Different or no religious or philosophical beliefs
Observance of religious days and usage of faith rooms and things like that.
Different sexual orientations

Additional equality grounds (such as socio-economic background
FH: homeworking employee can be perceived as less committed as compared to employee working form office
EH: working from home incurs hidden costs like increased utility bills, internet expenses, and the need for dedicated home office space, often exceeding HMRC allowances. There's also a disadvantage regarding career progression, as remote workers may miss out on networking and opportunities for new roles, especially if line managers prefer office-based staff.
AM: the current disparity in benefits like utility allowances and risk assessments for UK vs. global staff creates inequality. This raises the question of whether a localized approach is sufficient or if a more equitable global policy is needed.
JS: joined in Poland and had a whole briefing of risk assessment similar to UK one and the amount depends on local legislation. This can be part of global flexible working policy.
BB: talks about the one who doesn’t have space or equipment or application for homeworking, this will have negative impact.
JS: in this situation, if an employee does not meet the eligibility criteria to work from home then by definition should not work from home. In case of office closure, possibly consultations or the discussions for certain individuals shall be done. Also mentioned about, where employee is informal agreement so will there be a formal process now. 
JS: risk assessments should be done even if its informal agreement
CG: from chat about appeal process and about additional costs for home insurance and utilities.
JS: available on sharepoint in details for appeal
British Council values
CG: this policy to be in support of British Council values.
Alignment with our commitments to decolonise our work
CG: the positioning of UK and other countries, power status and privilege, and there has been work done around decolonization in within the British Council, there is a plan around that. This initiative might be more relevant to the global policy on working arrangements.
Other points of discussion:
BB: The Homeworking policy draft in the introduction section. It has some links to either some forms or policies or procedures. Also asked about whether it is August as mentioned indraft or September.
JS: Ensuring all linked policies and guidance notes are updated before this policy is finalised is unfortunately not feasible due to length of time required. Will update this homeworking policy, there is update in application form, online mode. There will be no delay due to changes pending in other policies. This policy will be launched in August and return to office mandate in September, we acknowledge there is one month difference in both policies.
EH: the document needs revision to reflect that homeworking isn't always voluntary. Additionally, the well-being section requires more concrete support beyond just EAP, potentially including resources to help line managers facilitate social connections and address staff concerns about remote work.
JS: well-being is part of policy and there will be link for wider aspect of well-being which will take to the employee to responsible team. We are reiterating the well-being aspect within this policy and signposting line managers and employees to the relevant information owned and managed by the relevant wellbeing team. 
SB: recommends adding a section to the flexible working application form for employees to outline how their proposed changes would affect their team and how these impacts could be addressed. Second, regarding sickness, she advises including a reminder in the well-being section that normal sickness reporting rules still apply when working from home. Finally, she notes that the Equality Act 2010 references in the documentation don't apply to Northern Ireland but may be applicable to UK or other country.
AD (via email): The equipment allowance should explicitly include budget for disability-related reasonable adjustments to support safe working and visibility of disability inclusion. 
Under health and safety, the policy should acknowledge obligations under the Equality Act 2010 and clarify links between the reasonable adjustments policy, Occupational Health (OH), and Display Screen Equipment (DSE) assessments. Clearer confidentiality measures are needed for handling disabled colleagues’ flexible working and adjustment requests, including restricted access, email forwarding limits, and secure storage of medical information, with guidance on document retention and information sharing.
Closing Statement:
CG: concludes the meeting, thanking everyone for their contributions and noting the productive discussion. Attendees are encouraged to send any further urgent points to JS soon so notes can be circulated for factual checks. JS and his team will then begin working on the identified action points.
Links provided by Panel during session:
https://www.theguardian.com/commentisfree/2025/jun/01/working-from-home-its-so-much-nicer-if-youre-a-man
https://www.scope.org.uk/campaigns/disability-price-tag-2024
https://britishcouncil.sharepoint.com/hr/worklifebalance/Flexible_working/Pages/Flexibleworkingapplications.aspx
Actions (take away):
	Actions
	Agreed by Policy Owner (Yes/No)
	Reason if not agreed

	DSE Assessment inclusion rather than OH assessment 
	Added OH homepage link
No – DSE assessment inclusion
	Display Screen Assessment is already included within the Homeworking Risk Assessment form as a dedicated section which the user must complete as part of homeworking. The Risk assessment form is linked to within this homeworking policy as a mandatory requirement.

	Check status of reason adjustments policy from Lisa Paniccia-Brown
	Yes
	Ana Bessa has confirmed the current reasonable adjustments policy on the Loop is live and active and can be linked to. It is currently being reviewed, as is the case with many policies. Link added to the policy in this policy.

	Assess adequacy of the £200 home office setup allowance, especially for:
· Disability-related adjustments
	Out of Scope (in terms of disability related adjustments) 
	The £200 (grossed up for tax) is a one off payment to all eligible and is not intended to cover all costs of equipment, it is a contribution towards. For colleagues with disabilities this is covered under the reasonable adjustments for colleagues with disabilities policy and any funding from that is separate to this UK home working policy. 

	Re-evaluate core hours clause in policy
· Address global team needs and time zone challenges.
· Normalize caregiving breaks and personal appointments in remote settings.
· Core hours along with flexibility due to global roles
	Clarified in the policy ‘Remain available during core hours (10:00–12:00 and 14:30–16:00), unless otherwise agreed with their line manager.
‘ 
	Caregiving breaks and personal appointments are out of scope of this policy

	Mitigation strategies addressing Access to Work scheme issues.
	No
	Known issues with the UK governments Access to Work scheme (processing delays, payment backlogs, bureaucratic complexities, funding caps etc), are out of the control of the British Council. It would not be appropriate to add mitigations for these external issues into our internal UK home working policy. 

However, I would suggest that references or links to the Access to Work scheme could be made within the Reasonable adjustments for colleagues with disabilities policy.

	Disability Inclusion & Accessibility:
· Ensure additional budget for disabled staff to procure necessary equipment.
· Create a centralized, confidential system for recording reasonable adjustments.
· Address sensory needs of neurodivergent staff in both home and office settings.
	No
	Budget for equipment and points raised for colleagues with disabilities falls under the Reasonable adjustments for colleagues with disabilities policy

	Mitigate isolation risks for early-career remote workers
	Yes
	Added mitigating isolation risk to both the line manager and employee well being responsibility sections 

	Introduce well-being measures: No-meeting days, Shorter meetings with breaks, Encourage physical activity and ergonomic setups. Clarify MFHA (Mental First Health Aid) support for remote workers.
	No
	Current wellbeing section signposts users to relevant well being sections on the intranet, which covers wellbeing measures in more detail 

	Clarify Policy Interdependencies: ensure seamless integration and avoid contradictions
	Yes
	Policy has been updated to include links to interdependent policies and intranet pages

	Policy should be in an accessible template and aligned with the refreshed branded templates
	Yes
	This policy uses the latest template

	Assess reasonable commute distances related to the London Market Allowance and consider if guidance should be developed.

	Yes
	Conditions and criteria around LMA are reviewed periodically. The M25 criteria was recently reviewed and maintained. This will be reviewed again at the next periodic review, timeline is outlined in the policy









3. [bookmark: _Toc153265706]Capturing information about the protected groups / characteristics  
Based on the notes of the discussion (section above), record here any potential for negative impact identified and any opportunity to promote equality, inclusion and good relations.  (The header row in the table will repeat if the table continues on to a new page.)

	Equality categories 
(with prompts to guide full consideration)
	Potential for negative impact
	Opportunity to promote equality, inclusion and/or good relations between different groups

	Different ages (older, middle-aged, young adult, teenage, children; authority generation[footnoteRef:5]; vulnerable adults) [5:  The term ‘authority generation’ refers to cultural or national norms and customs in relation to particular age generations.  For example, in some countries older people are held in high esteem and are considered to have a form of social authority by virtue of age.  In addition, different generations (Generation X, Y, Millennials, Baby Boomers) are also thought to have varying common attitudes towards authority, with for example Baby Boomers commonly questioning authority.] 

	The requirement to home work may 
hinder young people / new starts in their 
learning and career progression. For 
those new to the country or office its 
isolating and lonely at first if working from 
home.
	Sensitise line manager on the policy

	Different dependant responsibilities (childcare, eldercare, care for disabled and/or extended family)
	Working from home where there is no 
office may cause strain where care 
responsibilities at home cannot be 
separated from work.
	Sensitise line manager on the policy

	Disabled people (physical, sensory, learning, hidden, mental health, HIV/AIDS, other) and neurodiversity
	Neurodivergent or people with mental ill 
health may find homeworking harder than 
others. 
Reasonable adjustments – to be checked

	

	Different ethnic/racial and cultural groups (majority and minority, including Roma people, people from different tribes/castes/clans)
	
	

	Different sexes and genders (men, women, non-binary, transgender or intersex people, other issues)
	
	

	Different languages (Welsh and/or other UK languages, local languages, sign language/s)
	
	

	Different marital status (single, married, civil partnership, other)
	Single people may be more likely to live in shared accommodation and therefore find it harder to work from home.
	

	Different political opinions or community backgrounds (particularly relevant to Northern Ireland)
	
	

	Pregnancy, maternity, paternity and adoption (before/during/after)
	There are separate policies place to support.
	Local Law requirement and British Council policy 

	Different or no religious or philosophical beliefs (majority/ minority/ none)
	
	

	Different sexual orientations (gay, lesbian, bisexual, heterosexual)
	
	

	Additional equality grounds (such as socio-economic background, full-time/part-time working, geographical location, other[footnoteRef:6]) [6:  Any other categories people share that might impact on how the policy affects them.] 

	Career progression maybe hindered if not present in office often. Potential impact on learning and development opportunities. 
Employees in lower income areas may lack suitable home office space or live in shared accommodation, making home working less feasible
	Wellbeing section helps to reinforce social interactions and foster a sense of inclusion to mitigate against isolation risk in home working environments. 
Suitability of home as a work place is covered by the risk assessment process

	British Council values (open and committed; expert and inclusive; optimistic and bold)
	
	

	Alignment with our commitments to decolonise our work (positioning of UK and other countries, power, status and privilege)
	
	




4. [bookmark: _Toc153265707]Agreed actions
Insert additional rows for more action points and number each individual action point.  (The header row in the table will repeat if the table continues on to a new page.) 

	Action identified by Panel
	Agreed by Policy Owner (Yes / No)

	If not agreed, please provide justification
	Has action been completed?
(Yes / No)
	Completion date
	If not, indicate planned date to complete

	Isolation considerations in home working situations – cover in policy
	Yes
	
	Yes
	11 July 2025
	

	Pro-rating needs to be addressed in terms of days office/home – cover in policy
	Yes
	
	Yes
	11 July 2025
	

	Clarity this policy applies to both requests from employees and when initiated by the British Council (e.g. Manchester situation)
	Yes
	
	Yes
	11 July 2025
	

	Make references to Northern Ireland legislation
	Yes
	
	Yes
	11 July 2025
	

	DSE Assessment inclusion rather than OH assessment
	No
	Display Screen Assessment is already included within the Homeworking Risk Assessment form as a dedicated section which the user must complete as part of homeworking. The Risk assessment form is linked to within this homeworking policy as a mandatory requirement.
	Yes
	11 July 2025
	

	Check status of reason adjustments policy from Lisa Paniccia-Brown
	Yes
	Ana Bessa has confirmed the current reasonable adjustments policy on the Loop is live and active and can be linked to. It is currently being reviewed, as is the case with many policies. Link added to the policy in this policy.
	Yes
	11 July 2025
	

	Assess adequacy of the £200 home office setup allowance, especially for:
-	Disability-related adjustments
	No
	Out of Scope (in terms of disability related adjustments). The £200 (grossed up for tax) is a one off payment to all eligible and is not intended to cover all costs of equipment, it is a contribution towards. For colleagues with disabilities this is covered under the reasonable adjustments for colleagues with disabilities policy and any funding from that is separate to this UK home working policy.
	Yes
	11 July 2025
	

	Re-evaluate core hours clause in policy
-	Address global team needs and time zone challenges.
-	Normalize caregiving breaks and personal appointments in remote settings.
-	Core hours along with flexibility due to global roles
	Yes and No
	Clarified in the policy ‘Remain available during core hours (10:00–12:00 and 14:30–16:00), unless otherwise agreed with their line manager.‘ 
Caregiving breaks and personal appointments are out of scope of this policy
	Yes
	11 July 2025
	

	Mitigation strategies addressing Access to Work scheme issues.
	No
	Known issues with the UK governments Access to Work scheme (processing delays, payment backlogs, bureaucratic complexities, funding caps etc), are out of the control of the British Council. It would not be appropriate to add mitigations for these external issues into our internal UK home working policy.
	Yes
	11 July 2025
	

	Disability Inclusion & Accessibility:
-	Ensure additional budget for disabled staff to procure necessary equipment.
-	Create a centralized, confidential system for recording reasonable adjustments.
-	Address sensory needs of neurodivergent staff in both home and office settings.
	No
	Out of scope of this policy. Budget for equipment and points raised for colleagues with disabilities falls under the Reasonable adjustments for colleagues with disabilities policy
	Yes
	11 July 2025
	

	Introduce well-being measures: No-meeting days, Shorter meetings with breaks, Encourage physical activity and ergonomic setups. Clarify MFHA (Mental First Health Aid) support for remote workers.
	No
	Current wellbeing section signposts users to relevant well being sections on the intranet, which covers wellbeing measures in more detail
	Yes
	11 July 2025
	

	Clarify Policy Interdependencies: ensure seamless integration and avoid contradictions
	Yes
	Policy has been updated to include links to interdependent policies and intranet pages
	Yes
	11 July 2025
	

	Policy should be in an accessible template and aligned with the refreshed branded templates
	Yes
	This policy uses the latest template
	Yes
	11 July 2025
	

	Assess reasonable commute distances related to the London Market Allowance and consider if guidance should be developed.
	Yes
	Conditions and criteria around LMA are reviewed periodically. The M25 criteria was recently reviewed as part of this review and was maintained. This will be reviewed again at the next periodic review, timeline is outlined in the policy
	Yes
	11 July 2025
	

	
	
	
	
	
	


[bookmark: _Toc74754593][bookmark: _Toc153265708][bookmark: _Hlk74826956][bookmark: _Toc74754594]Sign-off by Policy owner
	I confirm that the policy has been amended as identified in the agreed actions table above. Any actions planned but not yet completed will be implemented before the policy is introduced. If the policy has an impact on people or functions in Northern Ireland, I confirm Annex A (below) has also been completed.  
Please ensure the majority of agreed identified actions have been taken before the policy owner signs and the tool is submitted for audit.

	Actual policy implementation date (dd/mm/yy): 
(if different from planned implementation date) 
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[bookmark: _Toc153265709]Procedural Note  
[bookmark: _Toc71644281]The majority of actions identified at the panel meeting must be completed before the policy start date. Once the actions table has been updated to show that the majority of actions have been completed, or commented on to explain why actions will not be implemented, the Policy Owner (or someone acting on their behalf) must send the completed ESIA form for audit to: ESIA@britishcouncil.org (this can be before or after the policy start date).   
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[bookmark: _Toc74754595][bookmark: _Toc153265710]Annex A: Policies with an impact in Northern Ireland
In accordance with the Guide for Public Authorities, policies which have a major impact on equality will share some of the following factors:  
they are deemed to be significant in terms of strategic importance; 
the potential equality impacts are unknown; 
the potential equality and/or good relations impacts are likely to be adverse or experienced disproportionately by groups who are marginalised or disadvantaged;
the policy is likely to be challenged by a judicial review;
the policy is significant in terms of expenditure.

Policies which have a minor impact on equality will share some of the following factors:
they are not unlawfully discriminatory, and any residual potential differential impact is judged to be negligible;
aspects of the policy are potentially unlawfully discriminatory, but this possibility can readily and easily be eliminated by making the changes identified in the action points at Section 4;
any differential equality impact is intentional because the policy has been designed specifically to promote equality for particular groups of disadvantaged people;
by amending the policy there are opportunities to better promote equality, inclusion and/or good relations.

Policies which have no impact on equality will share some of the following factors:
they have no relevance to equality, inclusion or good relations;
they are purely technical in nature and have no bearing in terms of the impact on equality, inclusion or good relations for people in different equality groups.

For policies impacting on people or functions in Northern Ireland, you must identify whether any of the issues identified by the EIA panel in the table at Section 2, Point 3 above are likely to have a major, minor or no impact on equality.
This consideration must be given to all the items listed in the table at section 2, Point 3 whether they have potential for negative impact or the opportunity to promote equality, inclusion and good relations.


The following questions are applied to all our policies as part of the ESIA process:
· Are a large number of people affected by the proposed policy?
· Are a small number of people who are particularly under-represented, or disadvantaged, or excluded, affected by the proposed policy?
· Are the proposed changes (if this is a new policy, or a change to an existing policy) profound?
· Might the proposal benefit people within any of the groups identified above?
· Might the proposal disadvantage people within any of the groups identified above?
   
	Equality categories
	Negative / Positive impact on equality, inclusion or good relations



	
	No
	Minor
	Major

	Age
	
	X
	

	Dependants
	
	X
	

	Disability
	
	X
	

	Ethnicity
	X
	
	

	Marital status
	
	X
	

	Political opinion
	X
	
	

	Religious belief
	X
	
	

	Sex and gender
	X
	
	

	Sexual orientation
	X
	
	



If the answer to the above questions is NO, no further action is needed.   
If minor impact is identified and the actions listed at Section 4 will address this, no further action is needed.  Where the actions listed at point 4 will not sufficiently address the impact, additional measures that might mitigate the policy impact as well as alternative policies that might better achieve the promotion of equality of opportunity and/or good relations should be considered.   
If mitigating measures and/or an alternative approach cannot be taken then the policy should be subject to full Equality Impact Assessment (EQIA) aligned to Northern Ireland’s equality legislation.   
If a major impact is identified in any of the answers above, then the policy must be subject to full Equality Impact Assessment (EQIA) aligned to Northern Ireland’s equality legislation.   
For guidance on completing full EQIA aligned to Northern Ireland’s equality legislation, see http://www.equalityni.org/archive/pdf/S75GuideforPublicAuthoritiesApril2010.pdf.   
A member of the Diversity Unit should be involved in any EQIAs that take place.

[bookmark: _Toc71644282][bookmark: _Toc74754596][bookmark: _Toc153265711]Record of Decision and Sign-off by Policy Owner
Please delete two of the following statements (those that do not apply).

Statement 2
I confirm that a full EQIA is not needed, providing all the Agreed actions at Section 4 (‘Agreed Actions’) and/or other noted mitigating actions are carried out.
Note other mitigating actions that are not listed at Section 4 here:
	





Signed by
	Name:
	CHRIS BASSETT

	Role:
	GLOBAL REWARD DIRECTOR

	Date: (dd/mm/yy)
	21 JULY 2025



Procedural Note  
[bookmark: _Hlk159849297]The majority of actions identified at the panel meeting must be completed before the policy start date. Once the actions table has been updated to show that the majority of actions have been completed, or commented on to explain why actions will not be implemented, the Policy Owner (or someone acting on their behalf) must send the completed ESIA form for audit to: ESIA@britishcouncil.org (this can be before or after the policy start date).   
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