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Ourcommitment

The counciliscommitted to providing equal opportunitiesinemployment and to avoiding unlawful
discrimination.

This policyisintendedto assist the councilto put thiscommitmentinto practice. Compliance with this policy
shouldalsoensurethatemployees donotcommitunlawfulacts of discrimination.

Strivingtoensurethattheworkenvironmentisfree of harassmentandbullyingand thateveryoneis treated
with dignity and respectisanimportantaspectofensuring equal opportunitiesinemployment.

The law

Itis unlawfulto discriminate directly orindirectly in recruitment oremployment because of age,

disability, sex, genderreassignment, pregnancy, maternity, race (whichincludes colour, nationality, casteand
ethnic or national origins), sexualorientation, religion or belief, orbecause someoneis married orinacivil
partnership. These areknown as "protected characteristics”.

Discriminationafteremploymentmayalso be unlawful, e.g. refusingtogive areference forareason related to
one ofthe protected characteristics.

The councilwillnot discriminate against orharass a member ofthe public inthe provision of services or goods.
Itisunlawfultofailto make reasonable adjustmentsto overcome barriersto using services caused by
disability. The dutyto makereasonable adjustmentsincludestheremoval, adaptation or alteration of
physicalfeatures, if the physical features make itimpossible or unreasonably difficult for disabled people to
make use of services. Inaddition, service providers have an obligationto think ahead and addressany
barriersthatmayimpededisabled peoplefromaccessingaservice.

Types of unlawfuldiscrimination

Directdiscriminationiswhere a personistreated less favourablythan anotherbecause of a protected

characteristic.

Inlimited circumstances, employers candirectly discriminate against anindividualfor areasonrelated toany
ofthe protected characteristicswherethereisan occupationalrequirement. The occupational requirement
mustbe crucialtothe postand a proportionate means of achieving alegitimate aim.

Indirectdiscriminationiswhere aprovision, criterionor practiceisappliedthatisdiscriminatoryin relationto
individualswhohave arelevant protected characteristic suchthatitwould betothe detriment of peoplewho
sharethat protected characteristic comparedwith peoplewho donot, andit cannotbe showntobea
proportionate meansofachievingalegitimateaim.

Harassmentiswhere thereisunwanted conduct, related to one of the protected characteristics (other than
marriage and civil partnership, and pregnancy and maternity) that has the purpose or effect of

violatinga person’sdignity; orcreating anintimidating, hostile, degrading, humiliating or offensive
environment. ltdoes not matterwhether ornotthis effectwasintendedbythe personresponsible for the
conduct.

Associative discrimination iswhere anindividual is directly discriminated against or harassed for association
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with anotherindividualwho has a protected characteristic.

Perceptive discrimination iswhere an individualis directly discriminated against or harassed basedon a

perceptionthathe/she hasa particular protected characteristicwhen he/she does not, infact, have that
protected characteristic.

Third-partyharassment occurswhere anemployeeisharassed andthe harassmentisrelatedtoa

protected characteristic, by third parties.

Victimisation occurswhere an employee is subjected to adetriment, such as beingdenied atraining
opportunity ora promotion because he/she made or supported acomplaint orraised a grievance under the
Equality Act 2010, or because he/sheis suspected of doing so. However, anemployeeis not protected from
victimisationifhe/she acted maliciously ormade orsupported an untrue complaint.

Failureto makereasonable adjustmentsiswhere a physicalfeature ora provision, criterion orpractice putsa
disabled personatasubstantial disadvantage compared withsomeonewho does not have that protected
characteristicandthe employer hasfailed to makereasonable adjustmentstoenable the disabled person
to overcome the disadvantage.

Equal opportunities in employment
The councilwillavoid unlawful discriminationin all aspects of employmentincluding recruitment, promotion,
opportunities for training, pay and benefits, discipline and selection for redundancy.

Recruitment

Personandjob specificationswillbe limitedtothoserequirementsthatare necessaryforthe effective
performance of the job. Candidatesforemployment or promotionwill be assessed objectively against the
requirements forthe job, taking account of any reasonable adjustments that may be required for candidates
with adisability. Disability and personal orhome commitmentswill notform the basis of employment
decisions exceptwhere necessary.

Working practices

The councilwillconsiderany possible indirectly discriminatory effect of its standard working practices,
includingthe numberof hoursto beworked, thetimes atwhichthese areto beworked and the place at which
workisto be done, when considering requests for variations to these standard working practices and will
refusesuchrequestsonlyifthecouncilconsidersithasgoodreasons,unrelatedtoany protected
characteristic, fordoing so. The councilwill comply with its obligations in relation to statutoryrequestsfor
contractvariations. The councilwillalso make reasonable adjustmentstoits standard working practices to
overcome barriers caused by disability.

Equal opportunities monitoring

The councilwillmonitorthe ethnic, gender and age composition of the existingworkforce and of applicantsfor
jobs(including promotion), and the number of people with disabilities withinthese groups, and will consider
andtake any appropriate actionto address any problemsthat maybe

identified asaresult ofthe monitoring process.

The council treats personal data collected for reviewing equality and diversity in accordance with the data
protection policy. Information about how data is used and the basis for processing is provided in the
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council’s privacy notices.

Dignity atwork
The council has a separate dignity at work policy concerning issues of bullying and harassment on any
ground, and how complaints of this type will be dealt with.

People notemployedbythe council
The council will not discriminate unlawfully against those using or seeking to use the services provided by the
council.

You should report any bullying or harassment by suppliers, visitors or others to the council who will take
appropriateaction.

Training
Thecouncilwillraise awareness of equalopportunitiestothose likelyto beinvolved inrecruitmentor other
decision making where equal opportunitiesissues are likely to arise.

Thecouncilwillraise awareness of all staff engaged towork atthe councilto helpthemunderstand theirrights
andresponsibilitiesunderthedignity atwork policyandwhatthey can dotohelp create a workingenvironment
free of bullyingand harassment.

Yourresponsibilities

Every employee is required to assist the council to meet its commitment to provide equal opportunities in
employment and avoid unlawful discrimination. Employees can be held personally liable as well as, or
instead of, the council for any act of unlawful discrimination. Employees who commit serious acts of
harassmentmaybeguilty ofacriminal offence.

Acts of discrimination, harassment, bullying or victimisation againstemployees or customers are
disciplinary offences and will be dealtwith under the council’s disciplinary procedure. Discrimination,
harassment, bullying orvictimisation may constitute gross misconductand could lead to dismissal
withoutnotice.

Grievances

Ifyou consider thatyou may have been unlawfully discriminated against, you should use the council’s
grievance procedureto make a complaint. If yourcomplaintinvolves bullying orharassment, the
grievance procedure is modified as set out in the dignity at work policy.

The council willtake any complaint seriously and will seek to resolve any grievance that it upholds. You will not
be penalised for raising a grievance, even if your grievance is hot upheld, unless your complaintis both untrue
and madein badfaith.

Monitoring and review
Thispolicywillbe monitored periodically by the counciltojudgeits effectivenessand willbe updatedin
accordancewithchangesinthe law.[Inparticular,the councilwillmonitorthe ethnicand gender

composition ofthe existingworkforce and of applicants forjobs (including promotion), and the number of
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peoplewithdisabilitieswithinthese groups, and willreviewits equalopportunities policyin accordance with
theresults shown by the monitoring. If changes arerequired, the council will

implement them.

Information provided by job applicants and employees for monitoring purposeswillbe used only for these
purposesandwillbedealtwithin accordance withrelevantdata protectionlegislation.

Thisisanon-contractualprocedure whichwillbereviewedfromtimetotime.

Adopted by Bishop Monkton Parish Council on 23 October 2024
Review date: May 2026
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