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Purpose of the policy 
The purpose of this policy is to: 

 Provide equality, fairness and respect for all in our employment to include employees, 
agency workers, consultants, self-employed subcontractors, volunteers or apprentices, 
whether temporary, part-time or full-time  

 Not unlawfully discriminate because of the Equality Act 2010 protected characteristics 
on the grounds of: 

 sex 
 sexual orientation 
 marital or civil partner status 
 gender reassignment 
 pregnancy and maternity 
 race (including colour, nationality, ethnic or national origin) 
 religion or belief 
 disability 
 or age 

 Oppose and avoid all forms of unlawful discrimination.  This includes in: 
 pay and benefits 
 terms and conditions of employment 
 dealing with grievances and discipline 
 dismissal 
 redundancy 
 leave for parents 
 pregnancy and maternity   
 requests for flexible working 
 selection for employment, promotion, training or other developmental 

opportunities  
 
Objectives 
We commit to: 

 Encourage equality, diversity and inclusion in the workplace 
 Create a working environment free of bullying, sexual harassment, harassment, 

victimisation and unlawful discrimination 
 Take seriously complaints of bullying, sexual harassment, harassment, victimisation and 

unlawful discrimination 
 Make appropriate opportunities for training, development and progress available to all 

employees. 
 Review employment practices and legislation when necessary and update policies to 

take account of changes in the law 
 Monitor and review recruitment and employment decisions based on fair and objective 

criteria, and in meeting the purpose and objectives set out in the Equal Opportunities 
policy. 

 
Forms of Discrimination 
Discrimination by or against an employee is generally prohibited unless there is a specific legal 
exemption. Discrimination can be direct or indirect and may occur even when unintentional.  For 
example, discrimination by association with someone who has a protected characteristic and 
discrimination by perception, because the person believes something based on an assumption. 
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Direct discrimination occurs where someone is treated less favourably because of one or more 
of the Protected Characteristics.  For example, rejecting an applicant on the grounds of their race 
because they would not ‘fit in’ would be direct discrimination. Direct discrimination can also 
include associative discrimination, where a person is treated less favourably because of their 
association with an individual with a Protected Characteristic, and perception discrimination, 
where a person is treated less favourably because of the mistaken belief that they possess a 
Protected Characteristic. 
 
Indirect discrimination occurs where someone is disadvantaged by an unjustified provision, 
criterion or practice that applies to everyone but adversely affects people with a particular 
Protected Characteristic more than others, and is not justified. For example, a requirement to 
work full time puts women at a particular disadvantage because they generally have greater 
childcare commitments than men. Such a requirement will need to be objectively justified.  
 
Harassment is another form of discrimination and occurs when someone is subjected to 
unwanted conduct, relating to a Protected Characteristic which has the purpose or effect of 
violating someone’s dignity or creating an intimidating, hostile, degrading, humiliating or 
offensive environment for them. 
 
Sexual harassment is unwanted conduct of a sexual nature which has the purpose or effect of, 
Violating a worker’s dignity; or, creating an intimidating, hostile, degrading, humiliating or 
offensive environment for that worker 
 
Victimisation is also prohibited and can occur when someone who has complained about 
discrimination or harassment is treated less favourably because they have made a complaint or 
have supported someone else’s complaint. Victimisation also includes situations where an 
individual is subjected to detrimental treatment based on the mistaken belief that they have 
made or supported a complaint of discrimination or harassment. 
 
Disability discrimination includes direct and indirect discrimination, any unjustified less 
favourable treatment because of the effects of a disability, and failure to make reasonable 
adjustments to alleviate disadvantages caused by a disability. 
 
 
Implementing equality of opportunity 
Recruitment and employment decisions will be made on the basis of fair and objective criteria. 
Our selection procedures are reviewed from time to time to ensure that they are appropriate for 
achieving our objectives and for avoiding unlawful discrimination. 
 
The requirements of job applicants and existing members of employees who have or have had a 
disability will be reviewed to ensure that wherever possible, reasonable adjustments are made 
to enable them to enter into or remain in employment with us. Promotion opportunities, benefits 
and facilities of employment will not be unreasonably limited and every reasonable effort will be 
made to ensure that disabled employees participate fully in the workplace. 
 
Person and job specifications will be limited to those requirements which are necessary for the 
effective performance of the job. Interviews will be conducted on an objective basis and personal 
or home commitments will not form the basis of employment decisions except where necessary. 
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Working patterns will be reviewed so as to enable us to offer flexible working to employees with 
childcare responsibilities where possible. Where necessary, special provision will be made for 
training of employees returning to work following a break for domestic reasons. 
 
We will also review working patterns in relation to employees with religious commitments, and 
the Company will offer flexible working patterns where possible. 
 
Grievance and disciplinary procedures 
All employees have a right to equality of opportunity and a responsibility to implement this policy. 
Breach of this policy should be treated seriously and will be dealt with as misconduct under the 
Disciplinary policy. Details of the Disciplinary Policy can be found on CIPHR. 
 

Equality, Diversity and Inclusion Training 
All employees are required to complete mandatory Equality, Diversity and Inclusion eLearning to 
support a respectful, inclusive and equitable workplace, which is accessed via the LEXP 
platform. Completion of this training is a condition of employment and will be monitored annually 
 

The Equality, Diversity and Inclusion Policy is fully supported and will be monitored to ensure 
working in practice.  The policy will be reviewed every 12 months, considering, and taking action 
to address any issues.  

This policy is non-contractual and may be amended at any time to reflect changes in legislation, 
best practice, or organisational requirements.                                               

 
                                                


