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1.
Policy

1.1
The Cultural Partnership is committed to providing equal opportunities throughout employment and achieving a diverse workforce that reflects our community. The partnership recognises the contribution of every employee and values individual differences. The partnership is committed to eliminating discrimination in the workplace on grounds of:
· gender (including sex, marital status, gender re-assignment)
· sexual orientation
· race (including ethnic origin, colour, nationality and national origin)
· disability (including physical impairments, mental health conditions, learning disability, progressive long-term health conditions such as HIV and multiple sclerosis)
· religion or belief
· age
· hours of work
· responsibility for dependants
· membership or non-membership of or activity in a trade union
1.2
The Cultural Partnership will ensure that all job applicants, employees (part-time or full-time), contractors and temporary workers are treated equally.  We also seek to provide an environment that fosters a climate of respect for all employees, contractors and temporary workers where they are free from harassment, bullying, intimidation and victimisation.
1.3
Where an individual is aware that if he/she has been a victim of discrimination he/she has a right to complain. 

1.4
All new employees will be informed of the partnership’s equal opportunities policy. 
1.5
In addition to work colleagues, it is acknowledged that during the course of employment, employees will be in contact with both service users and the general public and should be protected from harassment.
2.
Purpose
2.1
The purpose of this policy is to ensure that unlawful discrimination and other undesirable behaviour does not occur.
3.
Scope

3.1
This policy applies to all employees of The Cultural Partnership including contractors and temporary/casual workers. Everyone who works for The Cultural Partnership, whether employed or not, has a responsibility to ensure that our equal opportunities policy is properly observed and fully complied with.  The partnership views very seriously any act by any worker (no matter what level) of unlawful/unacceptable discrimination. It is a disciplinary offence, which may, in appropriate circumstances, lead to dismissal. 
3.2
All staff have a right to challenge any decision or action which they believe to be in breach of the policy.  All complaints relating to employment must be made at first informally. Any member of staff who deliberately or knowingly contravenes the policy will be liable to formal disciplinary action.  All complaints are assumed to be made in good faith unless there is evidence to the contrary. If however, an accusation is found to have been made maliciously, disciplinary action may be taken against the person making the false complaint.
4.
Definition

4.1
In law discrimination is defined as:

Direct Discrimination – treating a person less favourably than another in any aspect of employment on the grounds of sex, sexual orientation, gender, marital status, race, nationality, national origin, disability, age or religion/ belief. Direct discrimination occurs when a rule or condition which is applied equally to everyone: 

· can be met by a considerably smaller proportion of people from a particular group;  

· is to the disadvantage of that group; 
· and cannot be justified on other grounds. 

All three conditions must apply.

Indirect Discrimination – where an apparently impartial condition, standard or practice disadvantages a substantially higher proportion of the members of one sex/race or other group unless that condition, standard or practice is appropriate and necessary and can be justified. Examples are:

· Applying an unjustifiable height, age or fitness barrier that may exclude women/men, some ethnic groups, applicants with disabilities and the older or younger worker.

Or
· Strictly applying certain educational qualifications, which may not be essential to the performance of the job.
5.
Statutory Requirements

5.1
It is unlawful under the following Acts and Statutory Instruments to subject a man, woman or group to any form of detriment by reason of their colour, race, nationality, ethnic or national origins, sex, marital status, disability and age, this includes injury to feelings. 

· Race Relations Act 1976 

· Sex Discrimination Act 1975 and 1986 and 2005 amendments

· Criminal Justice and Public Order Act 1994

· Disability Discrimination Act 1995 and 2005

· Equal Pay Act 1970 (as amended)
· Employment Rights Act 1996

· Protection from Harassment Act 1997

· Human Rights Act 1998 and 2000

· The Part-time Employees (Prevention of Less Favourable Treatment) Regulations 2000.

· Race Relations (Amendment) Act 2000
· Employment Act 2002

· Race Relations Act 1976 (Amendment) Regulations 2003

· Employment Equality (Religion or Belief) Regulations 2003 
· Sexual Orientation Regulations 2003

· The Gender Recognition Act 2004

· Sex Discrimination (Gender Reassignment) Regulations 2005

· The Employment Equality (Age) Regulations 2006

6.
 Equality in Employment 

6.1
Applicants for jobs or employees within The Cultural Partnership must not receive less favourable treatment than other individuals based on:

· gender (including sex, marital status, gender re-assignment); 

· sexual orientation;

· race (including ethnic origin, colour, nationality and national origin);

· disability (including physical impairments, mental health conditions, learning disability, progressive long-term health conditions such as HIV and multiple sclerosis;
· religion or belief;

· age;
· responsibility for dependants;
· membership or non-membership of or activity in a trade union.
Appendix 1 
Glossary

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
Diversity is about recognising, valuing and taking account of people's different backgrounds, knowledge, skills, and experiences, and encouraging and using those differences to create a productive and effective workforce. 

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 (except for 'gender re-assignment' - see below) but 'sex discrimination' and 'gender discrimination' are generally interchangeable.

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. The Sex Discrimination Acts (1975) and (1986), the Race Relations Act (1976), the Employment Equality (Sexual Orientation) Regulations (2003), the Employment Equality (Religion or Belief) Regulations (2003) and the Employment Equality (Age) Regulations (2006) allow an employer to claim a GOQ when recruiting, training, promoting or transferring a person of a particular gender, sexual orientation, religion,

age or belief or race. A GOQ on the grounds of gender, age, sexual orientation, religion or belief or race may be specified for certain posts, including those in which personal services would be provided, or due to reasons of decency, or where the job involves living or working in close proximity with members of a particular gender, age or race.

Harassment
Behaviour which is unwelcome or unacceptable and which results in the creation of a stressful or intimidating environment for the victim amounts to harassment. It can consist of verbal abuse, racist jokes, insensitive comments, leering, physical contact, unwanted sexual advances, ridicule or isolation.

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.

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 under-represented 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 
Transsexual
See 'Gender Reassignment' 

Victimisation
If a person has made or is making an accusation of discrimination in good faith, it is unlawful to discriminate against them for having done so, or because they intend to do so or it is suspected that they intend to do so.[image: image1][image: image2][image: image3]
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