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The purpose of this policy is to outline the Council’s commitment to equal opportunities and diversity and to ensure that any form of discrimination on the grounds of a protected characteristic including race, religion or belief, age, gender reassignment, sex, sexual orientation, or disability is prohibited.
This policy applies to all employees, contractors and other suppliers working for the Council and relates to the advertising of jobs, recruitment and selection processes, training and development, opportunities for promotion, terms and conditions of service, health and safety, conduct at work, resolution and disciplinary processes and termination of employment.
The responsibility for the effective operation of the Equal Opportunities Policy and for ensuring compliance with the relevant statutory legislation lies with the Council Director(s). 
All employees are responsible for conducting themselves in accordance with the principles outlined in this policy document. 
The Council is responsible for providing Equal Opportunities and Diversity training to all employees which will be refreshed on a regular basis and/or following a recommendation after an event. 
Liaison Councillors are responsible for familiarising themselves with this policy and applying its principles in their recruitment, selection, training, promotion, discipline and dismissal activities, with guidance and support from the Town Council as required. They will also ensure that their direct reports undertake all mandatory Equal Opportunities and Diversity training. 
It is important to make you aware that employees may be held independently and individually liable for their discriminatory acts by an Employment Tribunal and ordered to pay compensation to the person who has suffered as a result of discriminatory acts.
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The Council is committed to encouraging diversity and opposing all forms of discrimination, victimisation and harassment in our working environment. 
Our aim is that our workforce will be truly representative of all of society and each employee feels respected and able to give their best. We employ people from different cultures and we do not discriminate against people on grounds of race, ethnic origin, colour, nationality, national origin, religion/belief, age, gender, gender reassignment, sexual orientation, marriage, civil partnerships, pregnancy, maternity or disability. 
We are committed to providing a service that does not discriminate against clients, customers or employees in the means by which they can access the goods and services supplied by the Council.
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It is unlawful to discriminate directly or indirectly, in recruitment or employment, because of 
1. age
2. disability 
3. sex
4. gender reassignment
5. pregnancy/maternity 
6. race (which includes colour, nationality and ethnic or national origins) 
7. sexual orientation 
8. religion or belief, or 
9. them being married or in a civil partnership. 
These are known as “protected characteristics”. 
Unlawful discrimination includes: 
Direct discrimination 
There are three different types of direct discrimination.
1. Direct discrimination is where a person is treated less favourably than another because of a protected characteristic. An example of direct discrimination would be refusing to employ a woman because she is pregnant.
2. Direct Discrimination can also occur where a person is treated less favourably because of a protected characteristic they are perceived to have, whether they do or don’t. For example rejecting a job application from a white man that a hiring manager thinks is black due to the sound of their name, or refusing to hire someone with an Arabic name because you wrongly assume they’re Muslim.
3. Lastly, Direct Discrimination can also occur where a person is treated less favourably because they are associated with someone who has a protected characteristic. For example not employing someone because you think they may have a lot of time off work because they have a disabled child.
Indirect Discrimination
Indirect discrimination is where a provision, criterion or practice is applied that is discriminatory for individuals who have a relevant protected characteristic and it cannot be shown to be a proportionate means of achieving a legitimate aim. For example, a company-wide ban on head wear would indirectly affect anyone who is Sikh.


Harassment
Harassment is where there is unwanted conduct, related to one of the protected characteristics that has the purpose or effect of violating a person’s dignity; or creating an intimidating, hostile, degrading, humiliating or offensive environment. 
Bullying, nicknames, gossip, intrusive or inappropriate questions and comments can be harassment. Excluding someone (not inviting them to meetings or events) may also qualify. 

It does not matter whether or not this was intended by the person responsible for the conduct. To say the behaviour was not meant to cause offence or was ‘banter’, is not a defence. 

Victimisation 
Victimisation occurs where an employee is subjected to a detriment because they 
· Made an allegation of discrimination
· Supported a complaint of discrimination
· Gave evidence relating to a complaint about discrimination
· Raised a grievance concerning equality or discrimination
· Did anything else for the purposes of (or in connection with) the Equality Act, such as bringing an employment tribunal claim of discrimination
A ‘detriment’ can include a loss, disadvantage, damage or harm.
For example, if a blind employee raises a complaint that an employer is not complying with its duty to make reasonable adjustments, and is then labelled a ‘troublemaker’, left out and/or ignored, denied training or promotion, or made redundant, such behaviour could amount to victimisation.
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Failure to make reasonable adjustments is where a physical feature or a provision, criterion or practice puts a disabled person at a substantial disadvantage compared with someone who does not have that protected characteristic and the employer has failed to make reasonable adjustments to remove or reduce the disadvantage. 
Discrimination after employment may also be unlawful, e.g. refusing to give a reference for a reason related to one of the protected characteristics.
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Equal Opportunities in Employment

The Council will make every effort to prevent unlawful discrimination in all aspects of employment including; 
· recruitment, 
· promotion, 
· opportunities for training, 
· pay and benefits, 
· discipline matters 
· selection for redundancy. 
Person and job specifications will be limited to those requirements that are necessary for the effective performance of the job. 
Candidates for employment or promotion will be assessed objectively against the requirements for the job, taking account of any reasonable adjustments that may be required for candidates with a disability. Disability and personal or home commitments will not form the basis of employment decisions except where necessary. 
The Council will consider any possible indirectly discriminatory effect of its standard working practices, considering requests for variations to our standard working practices and will refuse such requests only if the Council considers it has good reasons, unrelated to any protected characteristic, for doing so. 
The Council will also make reasonable adjustments to its standard working practices to overcome barriers caused by disability.
In addition, the Council will: 
· Communicate our commitment to equality and diversity to all employees, prospective employees, customers, other suppliers and the wider community. 
· Inform and educate all employees of their rights and responsibilities to maintain and promote equality. 
· Not tolerate any form of intimidation, victimisation, harassment or bullying. Every employee is entitled to work in an environment that promotes dignity and respect to all. 
· Encourage all our employees to take an active role in combating all forms of discrimination, victimisation and harassment. 
· Ensure this policy is reflected in our ‘open’ recruitment practices, including the use of job centres, careers service, press advertisements or the internet. 
· Mention in recruitment advertisements that diversity and equality practices are in place.
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Breaches of this Policy

If you consider that you may have been unlawfully discriminated against, you may use the Council’s Resolution process to make a complaint. The Council will take any complaint seriously and will seek to resolve any complaint that it upholds. 
You will not be penalised for raising a concern under the Resolution policy, even if your concern is not upheld, unless your complaint is both untrue and made in bad faith. 
Any employee who is found to have discriminated against any other employee, client or visitor will be subject to disciplinary action which may result in dismissal. 
If you believe you have suffered any form of discrimination you should raise this matter immediately with your Liaison Councillor. 
If you believe you have been subject to bullying or harassment you should raise this matter via the process stipulated in the company Bullying & Harassment policy. 
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The Council will: 
· Include equality and diversity training as part of the Council’s training programme.
· Provide ongoing equality and diversity awareness training to all employees.
· Identify employee training needs though regular appraisals and provide all employees, whether full or part-time, with an equal opportunity to access training which will enable them to progress within the Council.
· Ensure that all persons being considered for promotion are treated equally on the basis of their relevant aptitudes, skills and abilities.
· Ensure that all individuals involved in the recruitment and selection process have been suitably trained on equality and diversity matters, including how to identify and assess the relevance and circumstances of situations. 
· Ensure that all individuals involved in the recruitment and selection process have received appropriate guidance and training in the relevant legislation relating to the employment of ex-offenders, e.g. the Rehabilitation of Offenders Act 1974.
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This policy will be reviewed by the Town Council to ensure it is effective in supporting the company to achieve equality of opportunity. 
The purpose of Equal Opportunities Monitoring and reviewing of activities will be to identify areas of, and reasons for, under representation of particular groups in the workforce and will include: 
· Regular reporting and analysis of diversity data provided by employees; 
· Assessment of the effect of employment process and practices and identification of any unintentional impact on particular groups; 
· Implementation of the appropriate corrective action, including defining targets for future change; 
· Consultation with employees about equality and diversity issues; 
· Facilitating the review and revision of the Council’s equal opportunities policy. 
The Council reserves the right to update the policy at any time in accordance with business requirements.
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This policy and the Council’s commitment to equal opportunities will be communicated to all existing employees via ongoing training, to potential employees via our recruitment process and to customers upon request.
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The Council aims to keep policies up to date and right for everyone. Therefore, this policy may be amended from time-to-time, and it does not form part of your contract of employment.
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