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1. STATEMENT
1.1 ORGANISATION is an equal opportunities employer and provider of services. No job applicant, employee, volunteer, trustee, member or service user should receive less favourable treatment on the grounds of:

●Race
●Colour
●Nationality
●Ethnic/nationality

●Gender
●marital status
●caring responsibility
●age 
●sexual orientation
●union activities

●political/ religious beliefs
●class
●HIV status; ●employment status
●unrelated criminal 
Convictions
●mental health physical sensory or learning disability

1.2 Nor will such person be disadvantaged by conditions or requirement which cannot be show to be justifiable. This principle applies to recruitment, promotion, transfer, training, benefits, facilities, procedures and all terms and conditions of employment.    SErvicES?????
1.3 ORGANISATION strives for high standards both as an employer and as a provider of services and recognises the need for encouraging diversity and wholeheartedly support a policy of equal opportunities in all areas of our work and responsibilities. This policy is to ensure that all members of staff are aware of the organisation’s policy on equal opportunities and diversity.
1.4 It provides guidance to enable all who work with or for ORGANISATION to comply with antidiscrimination legislation. 
2.     SCOPE

2.1 The policy will also address anti-discrimination issues involving areas that currently fall outside any legislation. These include: maternity, paternity (nominated carers), adoption, and dependants leave including unpaid parental leave, and flexible working. (Contract of Employment) Policies :TOIL, Working From Home, Lone Working , Recruitment and Selection, Discipline and Grievance, Dignity at Work, Safe Systems at Work, Sickness Absence and Induction.  
2.2 All other ORGANISATION policies and procedures support our commitment to equality and diversity and as a minimum will always recognize statutory entitlements.
2.3 ORGANISATION 's aims and objectives will be achieved through action planning, effective  monitoring and a willingness to tackle problems where they arise. ORGANISATION is committed to reviewing this policy on an bi-annual basis with ad hoc reviews as required by new legislation etc. 
2.4 Through our training, publications, interaction with members and other activities, ORGANISATION will ensure those we work with know our statements of policy. 

3. MONITORING

ORGANISATION will review the implementation of its Equality and Diversity Policy and strategy. annually Where evidence is found of ineffectiveness, immediate action will be taken to ensure implementation. Monitoring
The Executive Committee will review bi-annually equality of opportunity relating to ORGANISATION services with ad hoc review subject to the requirements of legislation. 
Recruitment and selection procedures will be monitored and reviewed annually by the Director who will report to the Executive Committee. All aspects of personnel policies and procedures shall be kept under review to ensure that they do not operate against the Equal Opportunities Policy.

3. Communication

ORGANISATION recognises that all staff, trustees, and volunteers need to be aware of the less obvious types of discrimination which can result from general assumptions and pre-conceptions about the capabilities, interests and characteristics of individuals.
ORGANISATION strives to ensure that all groups supported by the work of ORGANISATION are also aware of these and are equipped to deal with them as they arise. 

Diversity ORGANISATION will actively encourage diversity to maximise achievement, creativity and good practice and to bring benefit to individuals and communities.
ORGANISATION encourages all people it works with and for to contribute to an environment in which people feel comfortable expressing how they feel and what they need, knowing they will be treated with respect and that their contribution will be valued.
The way we work, train and learn within ORGANISATION reflects both the Mission and objectives of ORGANISATION and the spirit and intentions of legislation that outlaws discrimination and promotes equality and diversity.
ORGANISATION will make reasonable adjustments to working practices, equipment and premises and offer, where appropriate, additional support to trustees, staff and volunteers to ensure they are able to take a full and active part in ORGANISATION ’s work.
ORGANISATION will endeavour to deliver services in a way that genuinely recognizes the importance of an inclusive society that brings opportunities and access, not barriers to individuals.

Equal Opportunities.
5. Aims and Objectives

· To encourage, promote and celebrate diversity in all our activities and services

· To ensure equal access to jobs, volunteer opportunities

· To ensure compliance with legislation on discrimination and equality, the Sex Discrimination Act 1975 and the Race Relations Act 1976, Race Relations (Amendment) Act 2000, Disability

· Discrimination Act 1995, Age Discrimination Act 2006) and others listed in Appendix 2.

· To create environments free from harassment and discrimination.

· To maximize the use of resources in the best interests of staff, volunteers and service users

· To confront and challenge discrimination where and whenever it arises whether it be between

· colleagues, or in any other area relating to ORGANISATION 's work.

· To make a willingness to accept and implement this policy to be a necessary qualification for any

· position in ORGANISATION
To ensure, through positive action and so far as is practicable, that all ORGANISATION ’s premises and services are accessible to all people

To ensure that employment and advancement within the organisation is determined by objective

criteria and personal merit.

To ensure that those ORGANISATION works with, and alongside, share ORGANISATION’s values.
6. Implementation
This policy applies to all aspects of ORGANISATIONS  activities
· Recruitment

· Publicity and Promotion

· Interview and Selection

· Training

· Service Delivery

6.1. Operating the policy in practice

ORGANISATION recognises the need for a continuing commitment to genuine equal opportunities and diversity within the organisation. The effectiveness of the policy's aims and objectives can only be judged by how the policy operates in practice. Any staff member who feels they have been a victim of unlawful discrimination or unfairly treated in a way contrary to the intention of this policy should raise the issue through ORGANISATION ’s established Grievance Procedure.
ORGANISATION acknowledges that from time to time there may be complaints against members of staff or the service. A notice will be displayed in the general office, giving details of how a complaint may be made. 
Leaflets outlining the complaints procedure will also be regularly/ published and the procedure made available. 
6.2. Policy Enforcement: Disciplinary Procedure

Any member of staff found to be in breach of this policy will be subject to disciplinary action in line with the Standard Terms of Employment
Service users and members undertake to abide by this policy as part of their agreement with ORGANISATION and risk being refused future services from ORGANISATION if they disregard this policy.
7. TERMS
Equal Opportunities ensure that policies, procedures and practice within ORGANISATION do not discriminate against the people within it. It is about treating people fairly and equally regardless of who they are, their background or their lifestyle.

Direct Discrimination occurs when an individual is dealt with less favourably on the grounds of race, colour, nationality, ethnic or national origin or sex. Also because of, for example, marital status or caring responsibility; sexual orientation; age; physical, sensory or learning disability; mental health; political or religious beliefs; class; HIV status; employment status; unrelated criminal convictions; union activities. 

Disability: a disabled person is described in the Disability Discrimination Act of 1995 as one who has a physical or mental impairment which has a substantial and long-term adverse effect on his or her ability to carry out normal day-to-day activities.
Diversity: ensures that all people are valued as individuals and are able to maximise their potential and contribution to ORGANISATION and to the community. It recognises that people from different backgrounds can bring fresh ideas and a different approach, which can make the way we work and learn more fun, more creative, more efficient and more innovative.
Ethnicity: A strict definition of an ethnic group is a group regarded as a distinct community by virtue of certain essential characteristics - a shared history which distinguishes it from other groups and a cultural tradition of its own. Sikhs and Gypsies are examples. However, it has come to have a broader meaning and the expression "ethnic monitoring" is used in reference to groups defined by colour, race or national origin as well.
Gender The word 'gender' is often used in place of the word 'sex' in equality issues. 'Gender' does not appear in legislation currently (except for 'gender reassignment' - see below) but 'sex discrimination' and 'gender discrimination' are generally interchangeable. (‘Gender’ is expected to be covered in forthcoming legislation.)
Gender Reassignment Gender re-assignment is a process undertaken under medical supervision for the purpose of reassigning a person's sex by changing physiological or other characteristics of sex. The Sex Discrimination Act was extended in 1999 to make it unlawful to discriminate in employment on the grounds of an employee intending to, undergoing or having undergone, gender reassignment.
Genuine Occupational Requirements The Sex Discrimination Act and the Race Relations Act and the Religion or Belief Regulations and the Sexual Orientation Regulations allow for circumstances where a person's sex, racial group, religion or sexual orientation is a genuine requirement for a particular job.
Harassment means repeated, unreciprocated and unwelcome comments, looks, actions, suggestions or physical contact which is found objectionable and offensive and which might threaten an employee or participant or create an intimidating or uncomfortable environment. Harassment can be sexual, racial, directed against people with disabilities, older people, or indeed related to any characteristic exhibited by the individual. (see ORGANISATION ’s Dignity at Work Policy for guidance where harassment has occurred).

Indirect Discrimination occurs when a requirement or condition, which although it applies equally to persons of all groups, is such that only a considerably smaller proportion of a particular group can comply with it.
· Examples: a rule about clothing that disproportionately disadvantages a racial group cannot be justified.
· Requiring applicants to have British qualifications.
Liability Employers have legal liability for any act of discrimination (including harassment) carried out by their employees unless the employer can show that they have taken all reasonably practicable steps to prevent it.
Positive Action refers to measures taken to assist employees or learners who have been underrepresented in specific areas, to reach a level of workplace knowledge and competencies that is comparable with 'representative' employees. These measures would normally take the form of additional training. 'Positive discrimination' at the point of selection for work is not permissible.

Quotas It is unlawful to select a person for a job on the basis of their gender or race in order to achieve a fixed quota of employees of that gender or race.
Sexual Orientation whether a person is attracted to people of their own sex, the opposite sex or both sexes. Assumptions and perceptions of a person's sexual orientation are also covered by law.

Targets These can be percentages of underrepresented groups that employers aim to achieve in the make up of their workforce as part of their equality action plan. It is unlawful to use a target as a reason for selecting someone, but it is not unlawful to take steps to get more qualified applicants from particular groups (see 'Positive Action' in Employment Practices section).
Transsexual See 'Gender Reassignment

Victimisation occurs when an individual is treated less favourably because that person has asserted rights under the various legislation (see Appendix 2) or acted as a whistleblower on such activity. People must be able to act against unlawful discrimination without fear of reprisals.

Sex Discrimination Act 1975 The Sex Discrimination Act 1975 (SDA) prohibits sex discrimination against individuals in the areas of employment, education, and the provision of goods, facilities and services and in the disposal or management of premises. It also prohibits discrimination in employment against married people. In addition, victimisation because someone has tried to exercise his or her rights under the SDA or Equal Pay Act is prohibited.

For further information see

Rehabilitation of Offenders Act 1974
Ex offenders have certain employment rights if their convictions become ‘spent’, including not having to declare spend convictions and protecting them against dismissal or exclusion (with certain exceptions such as for those working with children) Race Relations Act 1975 The Race Relations Act 1976 makes it unlawful to treat a person less favourably than others on racial grounds. These cover grounds of race, colour, nationality (including citizenship), and national or ethnic origin. It also provides protection from race discrimination in the fields of employment, education, training, housing, and the provision of goods, facilities and services.
For further information see http://www.equalityhumanrights.com
Disability Discrimination Act 1995 The Disability Discrimination Act 1995 places a duty on service providers and employers not to treat disabled people less favourably, to implement reasonable adjustments and to amend their policies and practices. Additionally, since 2004, organisations need to audit and prepare action plans to provide physical access to buildings for disabled people.

For further information see http://www.equalityhumanrights.com Human Rights Act 1998 The Human Rights Act incorporates provisions from the European Convention on Human Rights into UK Law. The Act  does not provide a stand-alone right not to be discriminated against. However, Article 14 of the convention enshrines the right to enjoy any of the other Convention rights and freedoms without discrimination on any grounds such as sex, race, colour, language, religion, political or other opinion, national or social origin, association with a national minority, property, birth or other status. 

Race Relations (Amendment) Act 2000

The Race Relations (Amendment) Act 2000 places local authorities under a general duty to publish a Race Equality Scheme. This should set out how the organisation intends to meet its statutory duty for: 

Eliminating race discrimination

Promoting equality of opportunity

Promoting good race relations between people of different racial groups
For further information see http://www.equalityhumanrights.com Part Time Workers (Prevention of Less Favourable Treatment) Regulations 2000 The regulations aim to ensure that part time workers are not  treated less favourably than comparable full time workers, including have the same rates of pay and pro rata holiday entitlement, Fixed Term Employees (Prevention of Less Favourable Treatment) Regulations 2002
The regulations aim to ensure that employees on fixed term contracts are treated no less favourably than comparable permanent employees, including having the same terms and conditions of employment.
Employment Equality (Sexual Orientation) Regulations 2003 The Employment Equality (Sexual Orientation) Regulations 2003 make it unlawful to discriminate directly or indirectly on the grounds of a person’s sexual orientation. 
The Regulations also state that it is unlawful to victimise anyone for having done anything under or in relation to the Regulations. Their scope only covers employment and vocational training and does not include service provision. 
These EU regulations came into force in December 2003. Employment Equality (Religion or Belief) Regulations 2003 The Employment Equality (Religion or Belief) Regulations 2003 make it unlawful to discriminate directly or indirectly or to harass an employee on the grounds of their religion or belief. The Regulations also state that it is unlawful to victimise anyone for having done anything under or in relation to the Regulations. Their scope only covers employment and vocational training and does not include service provision. These EU Regulations came into force in December 2003.

Gender Recognition Act 2004 The Act created full legal recognition for a transgender person in their new gender. Civil Partnership Act 2005 The Act allows same sex couples to legally register their relationship.
Disability Discrimination Act 2005 In April 2005 a new Disability Discrimination Act (DDA) was passed by Parliament, which amends or extends existing provisions in the DDA 1995. The Act also amends the definition of disability in terms of people with clinically identified mental health problems and extends the protection for disabled people so that it includes people with HIV, cancer

and multiple sclerosis from the point of diagnosis.
The Disability Equality Duty (part of the Disability Discrimination Act 2005) came into force in December 2006 and places a new duty on public authorities to promote equal opportunities for disabled people.
The general duty places positive, proactive responsibilities on authorities to work towards a more equal society by mainstreaming Disability Equality into the way in which they carry out their functions. It requires that every public authority shall in carrying out its functions have due regard to the need to:
Eliminate unlawful discrimination
Eliminate harassment of disabled persons that is related to their disabilities
Promote equality of opportunity between disabled persons and other persons 

Take account of disabled person’s disabilities, even when that involves treating disabled persons more favourably than other persons.
Promote positive attitudes towards disabled persons; and encourage participation by disabled persons in public life.
For further information see http://www.equalityhumanrights.com Employment Equality (Age) Regulations 2006 The Employment Equality (Age) Regulations came into force on 1st October 2006 and make it unlawful to discriminate direct or indirectly on the grounds of a person’s age. It also makes it unlawful to victimise or harass a person because of their age. 

The regulations have a wide impact on other areas of employment law including unfair dismissal and redundancy provisions and the upper age limits no longer apply. The Regulations also introduce a national default retirement age of 65, making compulsory retirement under the age of 65 unlawful.
Their scope only covers employment and vocational training and does not include service provision. The pension provisions came into force on 1 December 2006. Equality Act 2006 The Act creates the Commission for Equalities and Human Rights and defines its purpose and functions so that, from October 2007, the work of the Commission for Racial Equality, the Disability Rights Commission and the Equal Opportunities Commission is brought together From 27 December 2006, the Act makes it unlawful (apart from certain exemptions) to discriminate on the grounds of

religion or belief in the provision of goods, facilities and services, education, the use and disposal of premises, and the exercise of public functions.
It also makes it unlawful, from December 2007 to discriminate on the grounds of sexual orientation in the provision of goods, facilities and services, education, the use and disposal of premises, and the exercise of public functions (apart from 10 certain exemptions).
With effect from April 2007, the Equality Act also creates a "gender duty" on public authorities requiring them to have due regard to the need to eliminate unlawful discrimination and to promote equality of opportunity between women and men. It places specific duties on public bodies, similar to those for race and disability, and includes devising, publishing and regularly reviewing equal pay policy, stating how to deal with promotion, development and career segregation. It also prohibits sex discrimination in the exercise of public functions Racial and Religious Hatred Act 2006. 
The Racial and Religious Hatred Act 2006 seeks to stop people from intentionally using threatening words or behaviour to stir up hatred against somebody because of what they believe.
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