Equality Policy Statement
As an organisation we are committed to eliminating discrimination in any form and promoting equality of opportunity for all our current and prospective employees.  This policy sets out the steps we will take to eradicate inequality and promote best practice to ensure that individuals are treated with respect and employees do not commit unlawful acts of discrimination. [OPTIONAL: This policy has been introduced following consultation with employee representatives and has the full support of the [Board]/ [Directors of the Company].  This policy applies to everyone within the business, including the [Board]/[Directors of the Company] and is  applicable to contractors, temporary staff and agency personnel.
The policy does not form part of the contract of employment and may be amended from time to time. 
What is discrimination?
All employees must be aware that it is unlawful to discriminate on grounds which are
described as “protected characteristics”.  These characteristics are defined as:-
-
age



-
race

-
disability


-
religion or belief 

-
pregnancy/maternity 

-
sexual orientation

-
gender reassignment 

-
marriage or civil partnership

-
sex 

Discrimination generally takes two forms – direct discrimination and indirect discrimination.
Direct discrimination takes place when someone treats a person less favourably because of a protected characteristic, whether it is their own protected characteristic, one they are perceived to have or because they associate with someone with a protected characteristic. Examples could be; that someone is refused a promotion because they are pregnant; left out of social events because they live with someone who is homosexual or because they themselves  are perceived to be gay
Indirect discrimination occurs where a practice, criterion or policy is applied apparently equally
to everyone but where, due to a protected characteristic, a lower proportion of a particular
group can comply and the practice, criterion or policy cannot be justified on objective
grounds.  An example could be that all employees have to be taller than six foot –this
could be to the detriment  of women or persons from South East Asia
and may be indirect discrimination if the height requirement cannot be shown to be a proportionate means of achieving a legitimate aim.
Harassment/Bullying 
Harassment and bullying based on a protected characteristic can also be a discriminatory act but this aspect is explored in detail in the company’s policy on the subject. 

Recruitment/Selection

We will ensure that our recruitment processes are transparent, free from bias and above all non-discriminatory – we will appoint the right person for the position available on the basis of their skills and competencies, having regard to the job description and person specification.  At least two people will be involved in the short listing process.  All those involved in the short listing process will have received appropriate training.
Training/Development
We recognise that individuals may seek to develop themselves and consequently we would encourage staff to pursue training opportunities as they arise.  We will not refuse a request on the basis of the protected characteristics detailed above.  Employees should however appreciate that not every request will or can be granted. In making a decision on access to training we will consider the benefit both to the business and the individual in the decision making process
 Responsibilities 

Every employee has a responsibility to assist the business in creating and maintaining a
workplace free from discrimination.  Employees should be aware that they too can be
personally liable for a discriminatory act as well as, or instead of the Company, and may also
be guilty of a criminal offence.  Any employee who commits a discriminatory act will be
subject to the Company’s disciplinary procedure which could lead to action being taken up to
and including dismissal on grounds of gross misconduct.  
[Our Board of Directors]/ [Chairman] /[XYZ] has overall responsibility for ensuring this policy
is adhered to with day to day responsibility for its operation being delegated to [INSERT
NAME].  In the event you believe that you have been discriminated against please contact
[INSERT NAME] in the first instance.  For complaints of harassment, please refer to the
Harassment policy but you may wish to contact [INSERT NAME] if you have any queries in
relation to such a policy. 

Any matter raised with [INSERT NAME] will be treated seriously, confidentially and will be dealt
with sensitively.  You should note however that in the event that a malicious allegation is made
then, because of the potential consequences to the individual concerned, this could result in
disciplinary action being taken against the person making the allegation.

Disability   

If you are disabled, or become disabled, it is important you let us know as we would wish, and
are required, to support you as necessary.  If you are having difficulties in carrying out your
role or attending work because of a disability then there may be adjustments we can make in
order for you to continue to make a full contribution to the business. On advising [INSERT
NAME] an analysis of your job function and disability will be carried out and where reasonable
adjustments are required and can be made they will.  

Review
This policy will be regularly reviewed as to its effectiveness and whether any changes need to
be made. Any employee wishing to comment on this policy, its application and/or suggest
ways in which it can be improved should contact [INSERT NAME]
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