
[image: image1.jpg]Billingham ﬁ%)





EQUAL OPPORTUNITIES AND DIVERSITY POLICY
Policy Author & Job Title:
Dianne Rickaby






Town Clerk & Responsible Finance Officer
Approved by members on:
19th May 2009
Due for Review: 


May 2011
Equal Opportunities and Diversity Policy
The purpose of this policy is to provide equal opportunities to all employees, irrespective of their gender, race, colour, ethnic origin, disability, age, nationality, national origin, sexual orientation, religion, martial status or social class.  Billingham Town Council opposes all forms of unlawful and unfair discrimination.
All employees whether full-time, part-time, fixed contract, agency workers or temporary, will be treated fairly and equally.  Selection for employment, promotion, training, remuneration or any other benefit will be on the basis of aptitude and ability.  All employees will be helped and encouraged to develop their full potential and the talents and resources of the workforce will be fully utilised to maximise the efficiency of the organisation.

Our Commitment

· Every employee is entitled to a working environment that promotes dignity and respect to all.  No form of intimidation, bullying or harassment will be tolerated.

· The commitment to equal opportunities in the workplace is good management practice and makes sound business sense.

· Breaches of our equal opportunities policy will be regarded as misconduct and could lead to disciplinary proceedings.

· This policy is fully supported by all levels of management, and has been agreed with the National Association of Local Councils and Society of Local Council Clerks, the representative bodies and trade union of employers and employees respectively.
· The policy will be monitored and reviewed annually.

The Law
The Council will comply with all legal requirements placed upon employers, which clearly must be adhered to.  The policy will be implemented within the framework of the relevant legislation, which includes:
· The Equal Pay Act 1970
· Rehabilitation of Offenders Act 1974
· The Sex Discrimination Act 1975 (as amended by the Sex Discrimination Act 1986 and the Employment Act 1989)
· Gender Reassignment Regulations 1999
· The Race Relations (Amendment) Act 2000

· Disability Discrimination Act 1995

· The Disabled Persons (Employment) Acts 1944 and 1958

· The Protection from Harassment Act 1997

· Employment Rights Act 1996

· Part Time Workers Regulations 2000

· Human Rights Act 1998

· The Employment Equality (Sexual Orientation) Regulations 2003

· The Employment Equality (Religion or Belief) Regulations 2003

Definitions
Equal Opportunities, refers to equality of opportunity with regard to appointment, promotion, training and development regardless of factors such as age, race, sex or disability.

Diversity, refers to the differences people may have and how an organisation can positively acknowledge these.  Diversity can be seen as a means of expanding our horizons beyond equality issues covered by law and building on recognised approaches to equal opportunities.

Discrimination, where used in this policy refers to a situation where a person is treated less favourably on grounds of:-

· Gender

· Marital status

· Gender Reassignment

· Race

· Colour

· Religion

· Disability

· Pregnancy

· Age

· Sexual orientation

· Family responsibilities

· HIV/AIDS

Direct Discrimination occurs where a person or group of people are treated less favourably e.g. where a man is selected for employment rather than a woman on grounds of his sex (or vice-versa)

Indirect Discrimination occurs where an unjustifiable requirement or condition is applied equally to all individuals or groups but has a disproportionately adverse effect on one group.  Examples are:

· It may occur where the proportion of people of that group, which can comply with it is considerably smaller than the proportion of persons not of that group that can apply.

· For example advertising a post with a height requirement of 5’ 11”, which was not strictly necessary, will discriminate against women, as there are fewer women than men who can comply.
· The Council cannot show the requirement to be based on the needs of the job.

· Where it is to the detriment of the individuals concerned because they cannot reasonably comply with it.

Discrimination by victimisation occurs when a person is given less favourable treatment than others because they exercise their rights under this policy or relevant legislation.

Discrimination by harassment constitutes any behaviour, deliberate or otherwise, directed at an individual that is offensive or objectionable to the recipient and that might threaten the employee’s job security or create an intimidating environment.
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