[image: image1.jpg]== Broads Authority




Personnel Policy Note No. 1

Equalities Policy

1
Statement of Commitment

1.1
The Broads Authority is committed to the provision of equal opportunity in employment, and the removal of barriers to equal opportunity. As a reasonable employer, it undertakes to conduct its affairs in a manner which will not discriminate against, either directly or indirectly, any employee, job applicant or volunteer, on the grounds of:

disability;

gender;

transgender;

race;

ethnic or national origin;

religion or belief;

age;

sexual orientation;

marital/family status;

parental status; 

caring responsibilities; 

hours of work;

trade union membership or non-membership; or

offending background;

unless by virtue of legislation or Genuine Occupational Requirement.

1.2
The Authority will ensure that its Equalities Policy is in line with current legislation: Race Relations and Race Relations (Amendment) Act; Sex Discrimination Act; Equal Pay Act; Disability Discrimination Act; and the Codes of Practice issued by the three Equalities Commissions (Commission for Racial Equality, Disability Rights Commission and Equal Opportunities Commission).
2
Definition of Discrimination

2.1
Direct Discrimination

To receive less favourable treatment than another on the grounds of disability, gender, sex, race, religion or belief, age, sexual orientation, marital status, parental status, caring responsibilities and hours of work.

2.2
Indirect discrimination

To be placed at a disadvantage unjustifiably by selection criteria, policies, benefits, employment rules or any other practices which have a dis-proportionately adverse effect on a particular group, unless the practice can be justified.
2.3 Victimisation

When an individual is treated detrimentally because they have made a complaint or intend to make a complaint about discrimination or harassment or have given evidence or intend to give evidence relating to a complaint about discrimination or harassment. 

2.4
Harassment

Unwanted conduct, which has the purpose or effect of violating an individual’s dignity, or creating an intimidating, hostile, degrading, humiliating or offensive environment for them.

2.5
No employee, job applicant or volunteer should be subject to direct or indirect discrimination, victimisation or harassment.

2.6
The Authority’s Bullying and Harassment Policy is appended to Personnel Policy Note 2, Code of Conduct for Employees.
3
Employment of Disabled Persons

3.1
In meeting its obligations under the Disability Discrimination Act 1995, the Authority commits that it will: 

(a)
ensure fair treatment of disabled applicants for all types of vacancy, interview all applicants with a disability who meet the essential criteria for a job vacancy and consider them on their merits; 

(b)
wherever possible, after any necessary rehabilitation training, retain or transfer to more suitable work any employees who become disabled during their employment with the Authority; and

(c)
make reasonable adjustments that might be necessary for a disabled person to undertake their work.

3.2
The Authority will ensure that disabled employees are afforded equal opportunities with other employees for training, promotion and career development in order to use their capabilities to the full, and wherever possible will pay attention to job design and restructuring in order to facilitate opportunities for the career development of its disabled employees.  In so doing the Authority will consult with disabled employees.

3.3
The Authority will take into account, so far as reasonably practical, the needs of the disabled when designing new premises and where practicable will make adaptations to equipment and premises where this is necessary for the employment of a newly appointed or existing disabled person.

3.4
The Authority will ensure that disabled people in its employment are, when necessary, offered specialist knowledge and advice to assist in their working lives.

3.5
The Authority will endeavour to ensure that other employees develop an awareness of disability to enable them to co-operate and assist in allowing a disabled person to settle into employment and the general working environment.

3.6
The Authority will pay particular attention to the safety of its disabled employees, the various workplaces in which they are employed and the means of escape in the event of fire.

3.7
The Authority will keep its arrangements in respect of disabled employees under review, plan ways to improve on them and inform all employees about progress and future plans.
4
Responsibility of Equal Opportunities

4.1
Overall responsibility for equal opportunities lies with the Chief Executive.

4.2
The day-to-day responsibility is assigned to managers at all levels. Managers are expected to set an example in non-discriminatory behaviour and ensure, as far as reasonably practicable, that employees and volunteers for whom they are responsible respect and act in accordance with this policy.

4.3
Individual employees and volunteers also have responsibility for ensuring equality of opportunity for their fellow employees, job applicants and volunteers and in particular must not: -

· discriminate in the course of their employment against fellow employees, job applicants or volunteers, or in any way harass them;

· induce, or attempt to induce, other employees or volunteers to practice unlawful discrimination; or

· victimise individuals who have made allegations or complaints of discrimination, or provided information about such discrimination.

4.4
It must be stressed that the commitment of all employees is necessary to make the policy a success.

5
The Equality Standard 

5.1
All local authorities are required to achieve an Equality Standard. The Equality Standard for Local Government has been developed under the joint guidance of the Commission for Racial Equality, the Disability Rights Commission and the Employers Organisation for Local Government and the Audit Commission.

5.2
This new Standard with five levels of achievement provides a framework for achieving equality in gender, race and disability thereby ensuring that discriminatory barriers that prevent equal access to services and employment are identified and removed. It is not just an employment standard but also one that embraces every aspect of policy development and service provision with the Authority.

5.3
The Authority is committed to developing a Corporate Equality Action Plan (CEAP), which will indicate how the Equality Policy will be implemented.

The Plan will have three main elements: Consultation and Scrutiny; Access to Services; and Equal Employment and Pay.

5.4
The Equality Steering Group (ESG) will comprise representatives from each Directorate, the Equality Officer, Lead Equality Member, trade union representation and one or two external ‘critical friends’. The Group will have clear terms of reference and take on primary responsibility for the duties of;

· deciding priorities and drawing up a programme of monitoring;

· analysing the information provided by the monitoring process;

· assessing the information against the objectives outlined in the CEAP, and assessing how the Equality Policy is working in practice;

· putting forward suggestions for remedying any failures; and

· assessing the success of the proposed remedies over time.

5.5
The Chair of the ESG will be an appropriate Director of the Authority.

5.6
The ESG will meet no less than quarterly and should report at least annually to the Management Team.

5.7
The Human Resources Officer as the designated Equality Officer has responsibility for the day-to-day co-ordination of equalities activities.

5.8
The ESG and the Equalities Officer will be directly accountable to the Chief Executive, who has overall responsibility for improvements in both equality policy and practice, ensuring that top level decisions can be made systematically and ensuring the effectiveness of the policy. 

5.9
It may be necessary from time to time for a specialist from a particular Directorate to be co-opted to the ESG in order to assist in considering issues in a particular area of work.

5.10
Reports, recommendations for action and minutes of the ESG will be made available to all staff and trade unions through the Authority’s staff notice boards and Intranet. 


6
Training/Monitoring

6.1
The Broads Authority has a general duty under legislation to promote disability equality, race equality and good race relations. In carrying out its functions, the Authority will aim to: 

· eliminate unlawful discrimination;

· eliminate unlawful harassment;

· promote equality of opportunity;

· take steps to take account of disabled persons disabilities, even where that involves treating disabled persons more favourably than other persons; and

· promote good relations between people of different racial groups.


6.2
In order to ensure that Broads Authority meets its general duty outlined in sections 6.1 and 1.1, the Equalities Policy will be monitored at every stage, including all elements of the recruitment and selection process; job applicants and existing employees; promotion, training, work life balance, grievance and disciplinary procedures, resignations, redundancies and dismissal. 

6.3
Monitoring will take place in three distinct stages:

· gathering the information;

· analysing the data collected to identify where there are blocks to equality and why these occur; and

· defining the programme of action necessary to overcome any inequalities.

6.4
Personal information requested on the recruitment monitoring form will only be used to monitor the effectiveness of the Recruitment and Selection Policy, and will not be used at any stage of the selection process.

6.5
The Recruitment and Selection Policy and Equalities Policy are contained in the Local Conditions of Service issued to all employees on joining the Authority and are also available to all employees and volunteers through the Authority’s Intranet or on request from the Human Resources Section. In addition these two policies are contained in the recruitment pack issued to all external applicants.

6.7
The Authority will provide wherever possible a copy of the policy to recruitment agencies, Job Centres and any other sources from which job vacancies are filled.

6.8
The Authority will continue to promote and raise awareness of equality as a corporate priority through the Authority’s training programme. Written guidelines will be issued as appropriate on an annual basis, to ensure that all staff and volunteers perform their duties in a non-discriminatory way.

6.9
Equality training is also included as part of the Authority’s Induction Programme, and other training courses where appropriate (for example Management Development Programme and Performance Management).

6.10
The Authority will consider and identify which staff need to know about the general and specific duties, and provide further training on the application of the policy to staff relative to their responsibilities.

7
Procedures for dealing with complaints of discrimination should be made through the Authority’s Grievance Procedure.
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