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DIVERSITY and EQUALITY POLICY

Employer Engagement is committed to equality and diversity and sees this as part of empowerment for the business and its customers and service users.

GENERAL STATEMENT OF INTENT

Employer Engagement is committed to promoting equality of opportunity both within the businesses and with the customers and other organisations it works with. Employer Engagement recognises that the strength of the business is built on the understanding of individual strengths and differences and seeks to respect these.

We recognise that certain groups and individuals in society are disadvantaged because of discrimination experienced for example as a result of race, colour, nationality, belief or religion, sexual orientation, gender, marital status, physical or mental disability, trade union activity, caring responsibilities, HIV status, age or class.  

There may be other areas where people experience discrimination and we will work towards an anti-discriminatory environment, based on an open discussions with partners, employees, businesses in the community and other workers related to the project on perceptions of discrimination.  

We further recognise that discrimination can be direct or indirect and takes place at both institutional and personal levels.  We believe that such discrimination is unacceptable and we are committed to ensuring equal treatment for all in terms of employment of staff, the business community, and in all aspects of the business’ service delivery.

We expect all employees and other workers associated with the business to be responsible for ensuring the implementation of this policy.

This policy sets out the business’ approach to diversity and equality in employment that seeks to ensure that no employee, contractor, temporary worker or job applicant receives less favourable treatment than another person on the grounds of: 

gender; 

marital status;

sexual orientation; 

race, language, ethnic or national origins and nationality (including citizenship);

religious belief;

disability and / or medical conditions;

age;

whether they have dependants;

trade union membership status and activity and or political views/ affiliations.

Business staff

We believe that employees and potential employees should be treated equally and fairly in recruitment, selection, promotion, training and career development.  Individuals will be selected, promoted and treated on the basis of their abilities and merits in relation to the requirements of the job and the business needs of the organisation.  They will be given an equal opportunity to use their ability and to develop their skills.

We are committed to providing equality of opportunity for all by eliminating unwarranted and inappropriate discrimination.  We will do this by ensuring that our practices reflect relevant employment legislation and good practice and that employment decisions are based upon job related, objective criteria.  We are also committed to encouraging diversity amongst staff to reflect the community we serve.

Management and Employee Responsibilities

Whilst the role of the manager is important in making this policy effective, there are also duties placed upon employees, which are outlined below.  The success of this policy relies on the understanding and support of all employees and it is important that everyone takes account of the policy when managing staff or dealing with each other.  

As an employee you have a personal responsibility to comply with this policy and abide by legislation, when:

a)
recruiting staff;

b)
making decisions about work related opportunities, promotion and reward       issues;

c)
managing performance, appraisals and the allocation of training;

d)
dealing with requests for flexible working and career breaks;

e)
managing pregnant workers and those with dependant care responsibilities;

f)
making selections for redundancy;

g)
dealing with colleagues on a daily basis.

Employees should not:

a)
discriminate against colleagues, other workers or job applicants, or harass 
   them;

b)
encourage or try to encourage staff to treat others unfairly or to practice   unlawful discrimination;

c)
victimise people who have made allegations or complaints of discrimination or who have provided information about such discrimination.

Where employees commit an act of unjustified or unlawful discrimination or allow discrimination to occur without taking appropriate action, then they could be liable to a claim being brought against them as an individual at an Employment Tribunal.  They could also be liable to disciplinary action in accordance with their terms and conditions of employment.

Sex and Race Discrimination

Sex and race discrimination occurs when someone treats a fellow employee or worker less favourably on the grounds of their race or sex or due to a characteristic or assumption about their race or sex.  For example, if someone assumes that a female employee with children cannot work as well as an equivalent male member of the team and is therefore given less important work, then this would constitute direct sex discrimination.

Sexual Orientation and Religious Belief

As an employee you are legally protected from discrimination and harassment at work on the grounds of sexual orientation, religion or belief.  This applies throughout the employment relationship, including during the recruitment process, in the workplace, on dismissal and, in certain circumstances, after employment has finished.  It also applies to terms and conditions, pay, promotions, transfers, training and dismissals.

Employees should not be:


treated less favourably than others on the grounds of their actual or perceived sexual orientation or because of their religion or belief;


subject to procedures or practices which treat people differently because of their sexual orientation, or religion or belief (which cannot be justified in objective terms);


harassed (see definition below) because of their sexual orientation, religion or belief;


victimised (see below). 

Harassment

Harassment means any unwanted behaviour that makes someone feel intimidated, degraded, humiliated, or offended and that includes teasing, name-calling and inappropriate gossip. The perception of the victim is important, as what might be acceptable to you could be offensive to someone else.

Conduct which can constitute harassment can include the following types of behaviour:


unwanted physical contact, offensive flirting;


abuse, including offensive language, suggestive remarks, suggestive whistling or inappropriate e-mails; 


visual display of offensive posters, graffiti, suggestive gestures or use of inappropriate internet sites;


conduct such as sexual or racial ridicule, offensive flirting, (repeated from above) intimidation or abuse;


insensitive remarks relating to sexual orientation, race, gender, disability and religion.

Disability Discrimination

Discrimination against people with disabilities can take two forms, namely less favourable treatment on the grounds of their disability or a failure to make a reasonable adjustment(s) to accommodate their disability.

It is important to remember that it is not only people with visible disabilities who fall within the definition of people who are disabled.  The definition of disability is quite broad and extends to anyone who has a serious physical or mental impairment which has lasted for a long time and which has a substantial effect on their normal daily activities (including home related daily activities, such as preparing and cooking meals).  It is not exclusively related to someone’s ability to carry out their job.

We are committed to employing people with disabilities where they are the best person for the job and we will shortlist any candidate who declares that they have a disability and guarantee them an interview, where they meet the essential requirements of the job.  We will also provide support and assistance for candidates during the selection process to ensure that any special requirements are met.  The selection process will include a discussion to assess whether adjustments are needed to accommodate the candidate’s disability.

Where someone in the team is having difficulties due to a disability, then this should be discussed with them to see if any assistance can be offered.  This is often referred to as making a reasonable adjustment.  This means that you should consider if changes could be made to the workplace or to the way the work is done which would help the person with the disability to do their job.    When considering what is a reasonable change, account should be taken of how much the changes would costs and how much the change would help.

Employees who have a disability and think an adjustment to their job might help have a duty to bring this to the attention of their manager.

Age

The business adopts the Government’s Age Diversity in Employment Code of Practice, which promotes good practice in six areas of the employment cycle: 


Recruitment 

Recruit on the basis of the skills and abilities needed to do the job.


Selection 

Select on merit by focusing on application form information about skills and abilities and on performance at interview.


Promotion 

Base promotion on the ability, or demonstrated potential, to do the job.


Training and Development 

Encourage all employees to take advantage of relevant training opportunities.


Redundancy 

Base decisions on objective, job-related criteria to ensure the skills needed to help the business are retained.


Retirement 

Ensure that retirement schemes are fairly applied, taking individual and business needs into account.

Victimisation

Employees have the right not to be victimised or treated less favourably because they have made a complaint about discrimination during either present or previous employment.  This also applies if they intend to make a complaint or they have assisted someone else’s complaint by giving evidence or corroborating a story.  If for example someone tells you that they have previously brought a claim for discrimination at an Employment Tribunal, you should not use this information to treat that person less favourably than others, e.g. by assuming that they are a “troublemaker”. 

Monitoring

We continually seek to improve our performance on equality, and so we monitor the effectiveness of our Diversity and Equality in Employment Policy by collecting data on potential recruits and existing employees.  The data collected is used confidentially for the purpose of employment related issues (i.e. identifying areas where action may be required) and when reported upon is anonymous.  The information collected is not considered as part of the selection process.    

Breaches of the Policy

All the parties mentioned in this policy have a duty to respect and comply with this policy and unjustified discrimination of any kind and complaints will be treated seriously and fully investigated and appropriate action taken.  For employees this can mean formal disciplinary proceedings which could result in dismissal.

If you have a complaint, then you should direct this to Simon Mahony

For further information

If you require further information, then please contact Paul Mitchell
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