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This information pack is designed to help you provide the relevant information when 
completing the application form.  It can be requested in alternative formats by contacting 
HRConnect on 0800 1 300 330 or via email to recruitment@hrconnect.nigov.net 
 
 

This Candidate Information Pack has been produced as a guide to help you provide the 
relevant information when completing the application form for the post of Members – 
Commission on Flags, Identity, Culture and Tradition. These documents are only a 
memorandum and should not be taken as constituting conditions of appointment.  
 
The experience, skills and qualities required and details of how to complete the 
application form are set out within this pack. It is recommended that you read this 
information carefully before completing the application form.  
 
Completed application forms must be received by HRC onnect no later than  
12:00 noon on Friday 15 th January 2016 
 
LATE APPLICATIONS WILL NOT BE ACCEPTED 
 

Return completed application via www.nicsrecruitment.gov.uk   

or by post or hand to: 
 

HRConnect 
PO Box 1089 
2nd Floor 
The Metro Building 
6-9 Donegall Square South 
Belfast 
BT1 9EW 
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Background 
 

The Stormont House Agreement (SHA) commits to establishing a Commission on 
Flags, Identity, Culture and Tradition, which will report within 18 months of its being 
established.  
 
The commitments in the SHA seek to build on the progress that has been made across 
our society in tackling segregation and division. The Executive’s strategic framework for 
building good relations, Together: Building a United Community sets out a range of 
actions to promote sharing and address the structural divisions that exist in education, 
housing and areas of our community that live in the shadow of interface barriers.  
 
The establishment of the Commission marks another key milestone in embedding the 
peace that has been built up over more than a decade and presents a unique 
opportunity to take a fresh approach to dealing with the complexities of flags, identity, 
culture and tradition within the context of the agreements.  
 
THE COMMISSION  
 
The Commission will be established as a forum of individuals to take forward a 
programme of work which will include:  
 

− scoping the range, extent and nature of issues relating to flags, identity, culture 
and tradition;  

− mapping the benefits and opportunities in terms of flags and related issues whilst 
also highlighting where challenges remain; and  

− producing a report and recommendations on the way forward.  
 
As part of its role the Commission will:  

− identify and acknowledge the opportunities presented by having a rich diverse 
community in which cultural expression can be celebrated;  

− consult with the established and new elements of our community;  
− identify key areas of commonality as well as difference;  
− consult with the UK and Irish Governments as appropriate, should its work touch 

on the expression of sovereignty, national identity and political allegiance in a 
divided society; and  

− encourage shared learning, active listening and understanding in a meaningful 
way across traditional boundaries.  
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It will also examine and seek to co-design with all sections of our community innovative 
solutions to address: 

− the divisive nature of displays and expression of identity; 
− specific contentious instances/events; 
− sources of conflict which arise in displays and expression of cultural identity and 

in some cases sovereignty, national identity and allegiance and which compound 
the reality of living in a contested society; 

− an agreed protocol around public flag displays; and 
− displays and expressions of identity, or objection to such displays and 

expressions being used to provoke. 
 

Being part of the Commission will allow the opportunity to contribute to a number of 
shared outcomes: 

− the development of a community where cultural expression is celebrated and 
embraced; 

− the development of an open, tolerant and mutually respectful society, which 
seeks to increase and deepen understanding of differing cultural identities and 
expressions of these; 

− the development of a shared identity that relies on its mutual interdependencies 
and seeks to identity areas of common value; 

− an improved approach to dealing with contested displays and expressions of 
identity ; 

− maximise opportunities to achieve significant reductions in manifestations and 
levels of hate crime; 

− the development of a society that can seek to identify areas of commonality and 
have constructive debate around where challenges remain; and 

− maximise opportunities to promote benefits of diversity and cultural expression. 
 
ROLES  
 
As outlined in the SHA the Commission will consist of 15 members. Seven members will 
be nominees appointed by the leaders of the political parties and eight will be drawn 
from outside of Government.  
 
There will be 13 members, a Chair and a Co-Chair. The Chair and Co-Chair are likely to 
be selected from the non political nominees. Applicants should indicate in their 
application whether they would be interested in taking up the role of Chair or Co-Chair.  
 
Initially, the secretariat to support the Commission will be provided from within the Good 
Relations and Financial Governance Division in OFMDFM. This and the governance 
arrangements will be kept under review. 
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Job Description 
 

Members will be required to:  
 

− apply personal expertise in contributing to the work of the Commission;  
 

− take part in intensive and continuous stakeholder engagement. These will be 
through conferences, seminars, workshops and smaller scale meetings;  
 

− fully participate in Commission meetings which are likely to take place once a 
month;  
 

− participate in conducting a literature review of research studies that have been 
carried out on the issues around flags, identity, culture and tradition;  
 

− jointly with the other members, identify gaps in knowledge/information that should 
be filled in order to build up a more complete and representative picture;  
 

− scope out the range of work already being undertaken in terms of addressing 
flags and related issues, engaging with best practice at both Local Government 
and community level;  
 

− examine all regional variations in practice and experience;  
 

− contribute to the completion of the report and recommendations that suggest 
ways of dealing with challenges in a practicable and deliverable way; and  
 

− contribute to a mid-term review after a period of 6-9 months.  
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Person Specification 
 

Selection Criteria 

Applicants should demonstrate by example, experienc e and competence in all the 
following areas:  

Knowledge and Expertise in the area of Flags, Ident ity, Culture and Tradition  

You should be able to display, with examples, knowledge and awareness of the issues 
around the areas of flags, identity, culture and tradition. This may have been gained, for 
example, through public, political, community or professional work; experience in 
business or Trade Unions; work in the faith sector or the voluntary sector or from 
personal experience. You should be able to display an understanding of the objectives 
of the Commission and its purposes.  

Marks Available: 40 Minimum Standard: 20 

 

Judgment and Creative Thinking  

You should demonstrate an ability to tackle and resolve difficult and complex practical 
problems or challenges. You should be able to show that you can analyse problems, 
take on board complex information and show how you came to a decision. You should 
also be able to demonstrate a capacity to understand difficult problems and suggest 
unexpected or creative solutions which resolved an apparently difficult dilemma. 

Marks Available: 20 Minimum Standard: 10 

 

Strategic Thinking and Planning  

You should show both that you understand the context of the work of the Commission 
and that you can make a personal contribution to setting the objectives by which its 
vision can be achieved. Applicants should show that they are willing to approach the 
challenges faced by the Commission in an open minded and achievable way in the 
interests of all. You should demonstrate how, in your own professional or voluntary 
commitments, you have contributed to planning the future focus and direction of that 
group or team.  

Marks Available: 20 Minimum Standard: 10 
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Experience of Stakeholder Engagement  

You should demonstrate a commitment to engaging with a wide range of stakeholders 
across our community in a sensitive way. You should be able to demonstrate how you 
would communicate in a range of ways and engage in two-way conversations with 
individuals, groups and organisations across our society, recognising the importance of 
active listening within this context.  

Marks Available: 20 Minimum Standard: 10 

 

Team work  

You should demonstrate experience of working effectively and impartially in reaching 
consensus and a commitment to collective responsibility. You should show you can 
work as part of a diverse team for the benefit of everyone across our community. 

Marks Available: 20 Minimum Standard: 10 

 

A sift panel will score each of the selection criteria as above.  The top scoring 
applicants, who have met the minimum standards for all selection criteria will progress 
to the next stage. 
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Terms and Conditions 

 
Period of Appointment 

The term of the appointment will initially be 18 months in line with the commitment made 
in the Stormont House Agreement.  
 
Members will be required for three days/six half days per month (inclusive of evenings 
and weekends) with the scope for additional time to be agreed if necessary. Additional 
time may be required for the posts of Chair and Co-Chair.  
 

Remuneration 

Remuneration will be on a per diem rate of £300 plus travel and subsistence costs.  
 

It is expected that the Commission on Flags, Identity, Culture and Tradition will carry out 
a significant programme of work over the lifetime of its existence – consisting of work at 
both evenings and weekends. The remuneration arrangements proposed for applicants 
reflects the considerable investment of time and commitment expected from applicants. 
 

Location 

There will be a requirement to travel extensively across NI in order to engage with as 
broad a range of stakeholders as possible although the meetings of the Commission are 
likely to be held within the Greater Belfast area.  
 

Announcing the appointments  
Applicants should understand and accept that, if appointed, their names and some of 
the information they have provided may be included in a press release announcing their 
appointment and therefore placed in the public domain.
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How to Apply 

The competition to fill the Members of the Commission on Flags, Identity, Cultu re 
and Tradition  is being managed by HRConnect on behalf of the Northern Ireland 
Executive. 
 
Application forms can be completed  online or alternatively by hardcopy. 
Applications received by fax or email will not be a ccepted. 
 
Completed hardcopy application forms can be returned by post or hand delivered to 
the address below. 
 

HRConnect  
PO Box 1089 
2nd Floor 
The Metro Building 
6-9 Donegall Square South 
Belfast 
BT1 9EW 
 
Tel: 0800 1 300 330 
 
 

Applicants using Royal Mail should note that 1st class mail does not guarantee next day 
delivery. It is also the responsibility of the applicant to ensure that sufficient postage has 
been paid to return the form to HRConnect. HRConnect will not accept any application 
where they are asked to pay any shortfall in postage.   
 
Application Form Guidance 
The following notes give guidance on completing the application form for the posts, and 
the Equal Opportunities Monitoring Form.  
 

Personal Details  

Please give full details of your home address and contact details. Please ensure 
HRConnect is informed immediately of any changes in your contact information.   
 

Employment History 
Applicants are required to provide an employment history, this should cover the period 
of the last 5 years. 
 
 
 
 
 
 



 

11 

 

Selection Criteria   

Please read carefully all the information provided, paying particular attention to the job 
description which gives details of the key areas of responsibility and the person 
specification which describes the selection criteria which will be used to assess your 
application. 
 
Failure to address all of the areas may result in rejection of your application. Answers 
must be written/typed in the spaces provided and no other additional pages should be 
included in your completed application. Additional pages as well as Curriculum Vitae 
or other documents in support of your application a re not acceptable. 
 
You should take full advantage of the application form to provide practical evidence and 
examples of how your experience, skills, knowledge, achievements and background 
make you suitable for appointment. 
 
In this section you are asked to provide practical information against the selection 
criteria for appointees.  It is your responsibility to ensure that there is sufficient and 
relevant information to enable the panel to make a decision on whether you meet the 
criteria. 
The Panel will want to know about what you have done rather than what a team has 
done. Before starting to complete this section it is important to think about your role and 
what you have done individually, either on your own or as a team member. To complete 
this section effectively you need to understand the relationship between the examples 
you will use and the relevant selection criteria. 
 
In addition, you should bear in mind the following points: 
 
• you should use language which is simple and easy to understand in your examples 

to describe what you have done; 
• use actual examples, rather than ‘how you would do something’; 
• you can use examples from either your working life or your personal life including 

any voluntary or community or trade union work you are, or have been, involved in; 
• focus on specific challenges and results; 
• describe what you did and how you behaved – if your example includes activities 

completed by a team, focus on your role and not that of the team as a whole; 
• given the limitation on words permitted in applications, lengthy descriptions of your 

experience will not be possible. You are advised to focus on the issue and on your 
personal involvement; 

• you should ensure that you provide evidence of your experience in your application 
form, giving length of experience, examples and dates as required; 
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Probity and Conflicts of Interest 
Probity and Conflict of Interest – A Guide for applicants is attached at Annex A at the 
end of this Candidate Information Booklet.  
 
An appointee to these roles could find that matters or incidents which previously 
attracted no attention could become matters of legitimate public interest once the 
person concerned is appointed. Information which might be relevant could include 
prominent activities, for example, in voluntary or political organisations. All information 
given in this section will be treated in confidence.  
 

Reasonable Adjustments 
Should you be successful, you will be asked to outline any adjustments you consider 
necessary in order for you to carry out the role effectively.  If you wish to discuss your 
requirements further, please contact HRConnect. 
 

Declaration and Signature 
Please ensure that you sign and date the form.  For typed applications please type your 
name and date.  You will be required to sign a copy of your application form if invited to 
interview. 
 

Equal Opportunities Monitoring Form 
 
A Guide for applicants is attached at Annex B  at the end of this Candidate Information 
Booklet. The Office of the First Minister and deputy First Minister monitors applications 
for employment in terms of Community Background, Sex, Disability and Race.  The use 
and confidentiality of Community Background information is protected by the Fair 
Employment and Treatment (Northern Ireland) Order 1998.  It will be used only for 
monitoring, investigations or proceedings under the requirements of the above 
legislation. This information will be used for monitoring purpos es only.  It will not 
be used in the selection process.  

 
Please note that, to ensure equality of opportunity  for all applicants: 
 
• CVs, letters, or any other supplementary material in place of, or in addition to, 

completed application forms will not be accepted; 
• applications will not be examined until after the closing deadline; 
• late applications will not be accepted; 
• incomplete application forms will not be considered; 
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Selection Process 
 

Of those applicants who have met the minimum standards for all selection criteria on 
pages 7 and 8 of this booklet, the top scoring applicants will progress to a second stage 
sift.  This will be completed by the First Minister and deputy First Minister .  
 

The First Minister and deputy First Minister will select 8 candidates based upon a 
pen picture of each applicant created by the initial sift panel including relevant 
information provided. 
 

Offer  
Once the 8 successful applicants have been selected, HRConnect will issue offer of 
appointment letters to the successful applicants. 
 

Recruitment Process  
 

Stage Timescale  
Advert appears Thursday 17th December 2015 
Closing date for applications Friday 15th January 2016 at 12:00 noon Late 

applications will not be accepted 
1st Review of applications A Sift Panel will meet to consider applications,  
2nd Review of applications The First Minister and deputy First Minister  will 

consider the top scoring applications from the 1st 
Stage sift and HRConnect hope to advise, in Mid 
February 2016 whether you have been selected. 

Preferred starting date March 2016 
 

HRConnect will issue electronically as many competi tion communications as 
possible.  You should therefore check your email ac count to make sure that you 
don’t miss any important communications in relation  to this competition.  There 
may, however, still be a necessity to issue some co rrespondence by hard copy 
mail.  
 

Complaints 

Should you wish to make a complaint about any stage of this process you should first 
direct your concerns to: 

HRConnect, PO BOX 1089 
2nd Floor, Metro Building 
6-9 Donegall Square South 
BELFAST 
BT1 9EW  
Email: recruitment@hrconnect.nigov.net  
Tel: 0800 1 300 330 
Fax: 028 9024 1665 
 

THIS INFORMATION PACK DOES NOT FORM PART OF CONDITI ONS OF 
EMPLOYMENT 
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ANNEX A 
 

PROBITY / CONFLICTS OF INTEREST: GUIDANCE FOR APPLI CANTS  
 
Probity 
Applicants will be expected to declare any probity issues which might cause 
embarrassment if, in the future, they are raised in public. 
 
What is a conflict of interest?  
 
Appointments to these roles require the highest standards of propriety, involving 
impartiality, integrity and objectivity.  This means that any private, voluntary, charitable 
or political interest which might be material and relevant to the work of the body 
concerned should be declared. 
 
There is always the possibility for real or perceived conflicts of interest to arise.  Both 
are a problem, as the perceived inference of a conflict may, on occasions, be as 
damaging as the existence of a real conflict. 
 
No-one should use, or give the appearance of using, their public position to further their 
private interests.  This is an area of particular importance, as it is of considerable 
concern to the public and receives a lot of media attention.  It is important, therefore that 
you consider your circumstances when applying for a public appointment and identify 
any potential conflicts of interest, whether real of perceived. 
 
Surely a perceived conflict is not a problem, as lo ng as I act impartially at all 
times?  
 
The integrity of the individual is not in question here.  However, it is necessary for the 
standing of the individual and the board that members of the public have confidence in 
their independence and impartiality.  Even a perceived conflict of interest on the part of 
a board member can be extremely damaging to the body’s reputation and it is therefore 
essential that these are declared and explored, in the same way as an actual conflict 
would be.  The fact that a member acted impartially may be no defence against 
accusations of potential bias. 
 
What should I do if I think I have a conflict of in terest?  
 
You will find a section on conflicts of interest in the application form for you to complete.  
This asks you to consider and declare whether or not you have a real, or perceived, 
conflict.  If you are unsure if your circumstances constitute a possible conflict, you 
should still complete this section, in order to give the Selection Panel as much 
information as possible. 
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If I declare a conflict, does this mean I will not be considered for appointment?  
 
No – each case is considered individually.  If you are shortlisted for interview, the Panel 
will explore with you how far the conflict might affect your ability to contribute effectively 
and impartially on the Board and how this might be handled, if you were to be 
appointed.  For example, it may be possible to arrange for you to step out of meetings 
where an issue is discussed, in which you have an interest.  However, if, following the 
discussion with you, the Panel believes that the conflict is too great and would call into 
question the probity of the Board or the appointment, they can withdraw your application 
from the competition. 
 
What happens if I do not realise a potential confli ct exists?  
 
This situation may arise where the applicant is not familiar with the broad range of work 
which a body covers and therefore does not realise that a conflict might exist.  In some 
cases, the Panel, with their wider knowledge of the body, might deduce that there is a 
potential conflict issue, based on the information on employment and experience 
provided by the candidate in the application form.  They will then explore this at 
interview with the candidate. 
 
What happens if a conflict of interest arises after  an appointment is made?  
 
This could arise for two main reasons.  The first is that the member’s circumstances 
may change, for example, they may change jobs and in doing so, a conflict with their 
work on the board becomes apparent.  The second is where a member is unfamiliar 
with the range of the work of the body, but after appointment, it becomes clear that a 
conflict exists where none had been envisaged during the appointment process. 
 
In both cases, the issue should be discussed with the Chair of the board, in consultation 
with the Sponsoring Department, to decide whether or not the member can continue to 
carry out their role in an appropriate manner and each case is considered individually. 
 
It may be that the conflict is such that it would be impractical for the member to continue 
on the board, if they would have to withdraw from a considerable amount of the body’s 
routine business.  In such cases, the member may be asked to stand down from the 
body. 
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ANNEX B 
 
EQUAL OPPORTUNITIES  
 
Equal Opportunities Monitoring  
The Equal Opportunities Monitoring Form is for monitoring purposes only. It will not be 
seen by the Interview Panel. 
  
As with all the information contained in the form, it is gathered, maintained and 
processed strictly in accordance with our Data Protection Registration, for public 
appointment purposes only. 
 
Legislative Context 
This section explains the reasons for gathering this information by setting out the 
legislative background.  
 
Gender 
The Sex Discrimination (NI) Order 1976 (as amended) makes it unlawful to discriminate 
against an individual on the grounds of his or her sex.  Information on gender is also 
necessary to enable the completion of the Annual Statutory Monitoring Return, as 
required by the Fair Employment and Treatment (NI) Order 1998.  Section 75 of the 
Northern Ireland Act 1998 requires public authorities in carrying out their functions in NI 
to have due regard to the need to promote equality of opportunity between men and 
women generally.   
 
Age 
The Employment Equality (Age) Regulations (NI) 2006 make it unlawful for employers 
and others to discriminate on grounds of age.  Section 75 of the Northern Ireland Act 
1998 requires public authorities in carrying out their functions in NI to have due regard 
to the need to promote equality of opportunity between persons of different age. 
 
Community Background 
The Fair Employment and Treatment (NI) Order 1998 outlaws discrimination on the 
basis of religious belief or political opinion.  The information requested in the Community 
Background section of the monitoring form is required in connection with the 
requirements of the above Order and to enable the completion of the Annual Statutory 
Monitoring Return to the Equality Commission for NI.   
 
Section 75 of the Northern Ireland Act 1998 requires public authorities in carrying out 
their functions in NI to have due regard to the need to promote equality of opportunity 
between persons of different religious belief and political opinion.  Following guidance 
issued in July 2007 by the Equality Commission for NI the NICS has decided to use 
“community background” information as a proxy for political opinion.      
  
  



 

17 

 

Disability  
Section 75 of the Northern Ireland Act 1998 requires public authorities in carrying out 
their functions in NI to have due regard to the need to promote equality of opportunity 
between persons with a disability and persons without.   
The Disability Discrimination Act 1995 (the DDA) provides protection for disabled 
persons against discrimination on the grounds of disability. 
 
The DDA defines disability as a “physical or mental impairment, which has a substantial 
and long term adverse effect on a person’s ability to carry out normal day-to-day 
activities.” 
 
This definition is interpreted as follows:- 
Physical Impairment : this includes, for instance, a weakening of part of the body 
(eyes, ears, limbs, internal organs etc) caused through illness by accident or from birth.  
Examples would be blindness, deafness, paralysis of a leg or heart disease. 
 
Mental Impairmen t: this includes mental ill health and what is commonly known as 
learning disability. 
  
Substantia l: put simply, this means the effect of the physical or mental impairment on 
ability to carry out normal day to day activities is more than minor or trivial.  It does not 
have to be a severe effect. 
 
Long-term adverse effect : the effect has to have lasted or be likely to last overall for at 
least 12 months and the effect must be a detrimental one.  A person with a life 
expectancy of less than 12 months is of course covered if the effect is likely to last for 
the whole of that time. 
 
A normal day to day activity: this is something which is carried out by most people on a 
fairly regular and frequent basis such as washing, eating, catching a bus or turning on a 
television.  It does not mean something so individual as playing a musical instrument to 
a professional standard or doing everything involved in a particular job. 
 
What sort of effect must there be?  
The person must be affected in at least one of the respects listed in the DDA: mobility; 
manual dexterity; physical co-ordination; continence; ability to lift, carry or otherwise 
move everyday objects; speech; hearing or eyesight; memory or ability to concentrate, 
learn or understand; or perception of risk of physical danger. 
 
What happens if the effects are reduced by medication or other treatment?  
Broadly speaking, the effects that matter are those that would be present if there was no 
medication or treatment taking place.  The exception is people who wear spectacles or 
contact lenses when what matters is the effect that remains while the spectacles or 
contact lenses are being used. 
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Are there any types of condition covered by special provisions in the DDA? 
Yes, because some people with particular conditions might not otherwise be counted as 
disabled.  These are provisions covering: 
Recurring or fluctuating conditions such as arthritis, where the effects can sometimes be 
less than substantial, which are treated as continuing to have a substantial adverse 
effect so long as that effect is likely to recur; 
Conditions which progressively deteriorate, such as motor neuron disease, which count 
as having a substantial effect from the first time they have any effect at all on ability to 
carry out normal day to day activities even if it is not substantial, so long as there is 
eventually likely to be a substantial adverse effect; and  
People with cancer, HIV, or multiple sclerosis are deemed to be disabled people from 
the point of diagnosis, regardless of whether or not they have any symptoms. 
 
Are any conditions not covered? 
Yes, the following conditions specifically do not count as impairments: 
Addiction to or dependency on alcohol, nicotine or any other substance (unless resulting 
from the substance being medically prescribed); 
Seasonal allergic rhinitis (e.g. hay fever) unless it aggravates the effect of another 
condition; 
Tendency to set fires, or steal, or physically or sexually abuse other persons; 
Exhibitionism and voyeurism;  
Severe disfigurements consisting of tattoos, non-medical body piercing or attachments 
to such piercing are not treated as having substantial adverse effects. 
 
What if someone has recovered from a disability? 
Much of the DDA also applies to people who have had a disability in the past (for 
example, someone who was disabled by mental ill health) but have now fully recovered.  
People who were registered disabled under the Disabled Persons (Employment) Act 
(NI) 1945 both on 12 January 1995 and 2 December 1996 will be regarded as having 
had a disability in the past if they do not in any case fall within the definition of the DDA.  
 
Race 
The Race Relations (NI) Order 1997 makes it unlawful to discriminate on grounds of 
colour, race, nationality or ethnic or national origin. Section 75 of the Northern Ireland 
Act 1998 requires public authorities in carrying out their functions in NI to have due 
regard to the need to promote equality of opportunity between persons of different racial 
group.    
 
Sexual Orientation 
The Employment Equality (Sexual Orientation) Regulations (NI) Order 2003 makes it 
unlawful for employers and others to discriminate on the grounds of sexual orientation.  
In order to monitor the effectiveness of NICS policies information is gathered on sexual 
orientation.  Section 75 of the Northern Ireland Act 1998 requires public authorities in 
carrying out their functions in NI to have due regard to the need to promote equality of 
opportunity between persons of different sexual orientation. 
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Marital Status & Dependants 
Section 75 of the Northern Ireland Act 1998 requires public authorities in carrying out 
their functions in NI to have due regard to the need to promote equality of opportunity 
between persons of different marital status and between persons with dependants and 
persons without.  
 
Use of Monitoring Information  
Monitoring information is used to enable the NICS to assess the effectiveness of its EO 
policies and to determine the impact (if any) of various policies and procedures on 
different categories of staff.  In addition to this internal focus community background and 
gender information on both staff and applicants is used to complete the Annual 
Statutory Monitoring Return to the Equality Commission.      
 
Confidentiality of Monitoring Information  
As with other forms of personal data, the obtaining, use, storage and disclosure of 
monitoring information is covered by the Data Protection Act  1998 (DPA).  Monitoring 
information is held on computer and is protected by a high level of security.  Access to 
this data is restricted to those NICS staff, employees of HRConnect and Trade Union 
officials whose duties make it necessary for them to have it.  Misuse of monitoring 
information is viewed as a disciplinary offence.   
 
The confidentiality of community background information is also protected through 
regulations made under the Fair Employment and Treatment (NI) Order 1998 (FETO).  
These make it a criminal offence, subject to specific exceptions, for an employer or 
employee to disclose information on the community background of an individual which 
has been obtained or used for the purposes of monitoring under FETO.   
 

The release of an individual’s monitoring information is permitted by legislation as part 
of prospective or actual proceedings under equality legislation, eg where another 
individual has made a complaint of alleged discrimination. 
 
Many people from all backgrounds in Northern Ireland and beyond are interested in the 
profile of the NICS workforce and the applicants who apply for jobs.  For this reason the 
NICS regularly publishes data in the form of statistical summaries, graphs etc.  On 
occasions it may also be necessary to use monitoring information to answer questions 
from Assembly Members, MPs and MEPs or to respond to requests for information 
under the Freedom of Information Act.  In all cases where information is made public, 
the format of presentation will be such that it will not be possible to identify any 
individual’s information.    
 
 
 


