Equal Opportunities Policy
Statement 
· <NAME OF THE ORGANISATION> is an anti-racist organisation committed to the elimination of racial discrimination and the promotion of equal opportunities.
· It is our aim to develop and implement anti-racist strategies and positive action programmes, and to promote these policies throughout our spheres of influence. It is the policy of this Organisation to treat job applicants and employees in the same way regardless of their sex, sexual orientation, marital status, age, race, ethnic origin, colour, nationality or disability.  
· <NAME OF THE ORGANISATION> will:
· Work at programmes of work ensuring that people get equal treatment in employment and other services regardless of their race, ethnic origin, sex, disability or sexual orientation, gender re-alignment, age, etc.

· Ensure that all its services will be delivered to users regardless of their race, ethnic origin, sex, disability or sexual orientation, gender re-alignment, age, etc.

· Endeavour to establish a broad base for consultation to identify priorities and needs as reflected by the ethnic minority communities, and in all campaign work <NAME OF THE ORGANISATION> will maintain its objectives.

· Monitor and review the composition of its Executive Committee with an aim to promote, as far is allowable within the Constitution, a broad-based representation.

Scope of Policy
This policy applies to:
· All staff employed by <NAME OF THE ORGANISATION>, including volunteers.

· All aspects of promotional, casework and campaigning functions of <NAME OF THE ORGANISATION>.

· Members and affiliate organisations - <NAME OF THE ORGANISATION> requires the affiliated organisations and the membership (Individual and Affiliate) to concur with these objectives and to promote them.

Implementation
Employment procedures and practices will be undertaken strictly in accordance with the following legislation:
· Employment Rights Act 1996

· Employment Relations Act 1999

· Race Relations Act 1976

· Race Relations (Amendment) Act 2000

· Human Rights Act 1998

· Sex Discrimination Acts 1975-1986

· Equal Pay Act 1970

· Disabled Person (Employment) Act 1944

· Disability Discrimination Act 1995 as amended

· Rehabilitation of Offenders Act 1974

· Maternity and Parental Leave Regulations 1999
· Working Time Regulations 1998

· Part Time Workers (prevention of Less Favourable Treatment) Regulations 2000

To implement this Equal Opportunities Policy, <NAME OF THE ORGANISATION> recognises the need to promote and facilitate training of all Personnel Sub-Committee members and staff involved in the selection and recruitment procedures in:
· Interview techniques

· Codes of Practice

· Disciplinary and Grievance Procedures

<NAME OF THE ORGANISATION> will ensure that:
· Discussion and in-service training is undertaken for staff and management to combat sexual and racial harassment at work.

· Procedures and practices reflect the cultural and religious needs of its employees.

· Provision is made for special needs training as defined by the employee to enable her/him to carry out the duties regardless of her/his disability.
Assistance for Disabled Employees

· Employees who are disabled or become disabled in the course of their employment should inform your Manager. The premises are suitably adapted to meet the needs of disabled employees and client groups.
· They may also wish to advise the Organisation of any ‘reasonable adjustments’ to their employment or working conditions which they consider to be necessary or which they consider would assist them in the performance of their duties.  Careful consideration will be given to any proposals of this nature and, where reasonable and reasonably practicable, such adjustments will be made.
· There may be circumstances where it will not be reasonable or reasonably practicable for the Organisation to accommodate those proposals and where less favourable treatment may be justified in accordance with the Statutory Provisions. 

Review
· <NAME OF THE ORGANISATION> will monitor and review the effectiveness of this policy on an annual basis.

· <NAME OF THE ORGANISATION> will monitor and keep under review its procedures and practices to assess the impact of the policy in the following areas:

· Job Descriptions and Person Specifications

· Wording, presentation and media used for advertising

· Response to advertising

· Short listing from returned application forms

· Interview assessments

· Offers of employment

· Numbers of leavers and reasons for leaving

· Access and uptake of training opportunities (Internal) and further education (External)

· Existing staff

· The Chief Executive will report at least once a year to the Executive Committee on the effectiveness of <NAME OF THE ORGANISATION>’s Equal Opportunities Policy with special reference to:

· Probationary Periods

· Terms and Conditions of Employment

· Dismissals

· Re-grading

· Deployment Patterns
Responsibility of employees
· It is the responsibility of everyone working for the Organisation to ensure that they play a part in eliminating discrimination.  All employees, therefore, have a personal responsibility to ensure compliance with this policy.  Failure to do so may result in disciplinary action being taken and in certain circumstances may lead to dismissal.   
· Employees who take part in discriminatory conduct may also be sued personally by the victim and in serious cases may face criminal charges. 
· Those involved in the recruitment, selection, training and promotion, have particular responsibility for the practical implementation of this policy.
Making a Complaint
· The Organisation operates a grievance procedure and encourages all employees to raise any grievance relating to their employment including any breach of this Equal Opportunities Policy in accordance with the grievance procedure.
· The Organisation recognises that in some cases, the usual grievance procedure may not be suitable for bringing a complaint relating to a breach of the Equal Opportunities Policy.  This may be because, for example :- 
· Your complaint involves the person identified in the usual grievance procedure as the person to whom you should raise your grievance ; or
· You feel that you would like some impartial counselling or assistance ; or 
· It is not possible or appropriate for either you or the Organisation to adhere to the time limit set out in the grievance procedure. 
· If the grievance procedure is not appropriate you should approach your Manager who will help you decide how to proceed.  
· If the matter relates to sexual or racial harassment or harassment on the basis of disability then the matter should be raised in accordance with the Sexual Harassment Policy or the Bullying and Harassment Policy as appropriate.
· Your complaint will be thoroughly investigated in line with the principles set out in the relevant procedure.  If the investigation reveals that your complaint is valid, the disciplinary procedure will be implemented where appropriate to address the matter with a view to ensuring that it does not happen again. 
· You will be protected from any intimidation, victimisation or discrimination for bringing a complaint under this Policy or taking part in any investigation unless you have acted in bad faith or have made untrue statements.  Any retaliation against an employee for bringing a complaint will be treated as a disciplinary offence. 
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