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Introduction

This good practice guide has been produced to
give you an idea of the variety of organisations
and materials that are available to support the
promotion of equality and diversity in employment.
It is intended that, by providing these resources,
employers will become more aware of good
practice and where to get advice to ensure good
employment practice is followed. The guide starts
with a brief introduction of the legal rights and
responsibilities around equality which employers
have a duty to follow. It then gives tips for good
practice. The guide finishes with a list of places
and organisations who can give more help and
information. We are always keen to up-date
information, so if you feel that you have examples
of good practice you would like us to include in
future guides, please contact
[cj@rutlaindcab.org.uk

Thank you.
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Legislation That
Protects People From
Being Treated Unequally

Equality legislation protects
people from being treated
unequally. It is often referred to
as anti-discrimination
legislation. It does not cover
every circumstance where
people may be treated
unequally but it covers certain
groups of people who are more
likely to be treated unequally or
discriminated against.

So what is discrimination?
Discrimination happens when
an individual or a group is
treated less favourably than
another individual or group
because of a characteristic. For
example, if someone who
defined themselves as white
other, Polish, went for a job
interview. There were 5 other
candidates for the job. The
Polish candidate had more
experience and qualifications



than the other workers but did
not get the job as the company
wanted to employ a British
person. This would be
discrimination as the employer
had not selected the Polish
person because of their
nationality /ethnicity.

The law identifies 4 types of
discrimination:

1. Direct discrimination — This
occurs when a person is
treated less favourably than
another person because of a
certain characteristic. The
example above concerning the
Polish worker demonstrates
this kind of discrimination.

2. Indirect discrimination — This
occurs when a policy, practice
or condition imposed by an
employer has an adverse
(harmful) effect on one group
compared to another. For
example, a supermarket put a
one and a half hour time limit
on car parking. If customers
did not return to their



car within this time they received a parking
fine of £50. Some customers with mobility
difficulties found the time was too short.
Some of them took 2 hours to do their
shopping and received parking tickets,
despite showing their blue badges. This is
an example of indirect discrimination.

. Harassment — This is behaviour which
violates your dignity, or makes you feel
humiliated. For example, a worker who was
homosexual received many taunts from his
employer and other employees that he was
gay. He was even written and joked about in
the work magazine. This would be seen as
discrimination.

. Victimisation — This occurs when someone is
treated less favourably because they have
reported discrimination.



Employment and Discrimination

Employment law says that employees should not
be discriminated against on the grounds of any of
the following:

Race, Ethnicity
Religion and Belief
Age

Sexuality
Transgender

Sex

Disability

This covers all aspects of employment such as
recruitment, job advertisements, pay, pregnancy,
maternity, promotion, training, employment
contracts, dismissal etc... This is covered in the
following acts:

- Disability Discrimination Act, 1995

- Sex Discrimination Act, 1975

- Sex Discrimination (Gender Reassignment)
Regulations, 1999

- Race Relations Act 1976 (amendment
regulations), 2003

- Employment Equality (Age) Regulations,
2006



- Employment Equality (Sexual Orientation)
Regulations, 2003

- Employment Equality (Religion and Belief)
Regulations, 2003

- Equal Pay Act, 1970

- Employment Rights Act, 1996

- Employment Act, 2002

There are also Codes of Practice, which should be
followed relating to sex, disability and racial
discrimination. The anti-discrimination laws cover
all organisations who employ people. As an
employer you are also liable for the way your
employees act towards each other. Public
authorities have even more duties attached and as
employers should promote equality not just protect
employees from discrimination.



A Brief Glimpse At Anti-
Discrimination Legislation

#$ and Recent Examples
Where People Have
% & Suffered Discrimination.
0%
( Race Relation Act, 1976
%) amendment Regulations,
. 2003

It is unlawful to discriminate
# against someone because of
their race, colour, nationality
and ethnic or national origin. It
Is unlawful to discriminate
% directly, indirectly, through
% harassment and victimisation.

Disability Discrimination Act,

1995
+
% It is unlawful to discriminate
( against someone because of
their disability. Disability is
& defined as “a physical or mental

iImpairment which has a
substantial and long-term
adverse effect on his ability to



carry out normal day to day activities”. This would
therefore include conditions such as depression (if
it was severe enough), learning difficulties and
disabilities as well as physical conditions such as
hearing impairments. The disability needs to have
a substantial effect on the individual's everyday
activities. The condition should also be likely to
last for at least 12 months.

It is unlawful to discriminate, directly, by treating a
disabled person less favourably. It is also unlawful
not to make reasonable adjustments in the
workplace for disabled people. Like other forms of
discrimination, it is also unlawful to discriminate
through victimisation and harassment.

A recent case recently showed that disability
discrimination could also occur through
association with a disabled person for example, a
carer.

Sex Discrimination Act, 1975

It is unlawful to discriminate against someone
because of their gender. Since 1999 the sex
discrimination act also covers discrimination
against people on grounds of gender



%
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reassignment. It us unlawful to
discriminate directly, indirectly,
through harassment or
victimisation.

Employment Equality
(Age)Regulations, 2006

It is unlawful to discriminate
against someone on the basis
of age either, directly, indirectly,
through harassment or
victimisation. There are some
exceptions to this that don’t
apply to other areas of
discrimination:

Exceptions:

the minimum wage differs
depending on age;

there is a defence of
objective justification (where
age is a genuine occupational
requirement of the job e.g.
dramatic performances or
modelling);
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length of service enables
employees to give greater
benefits to those that have
worked longer for them;

preventing someone aged
over 65 years or within 6
months of this age from
claiming age discrimination in
relation to employment;

It is not unlawful to retire
workers at 65 or above
providing the employer follows
the correct procedure.

Employment (Sexual
Orientation) Regulations,
2003

Employment regulations make
it unlawful to discriminate
against someone on the basis
of their sexuality. This covers
perceived sexuality, and an
employee’s sexual orientation,
whether that is heterosexual,
homosexual or bisexual.
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Employment (Religion and
Belief) Regulations, 2003

This covers discrimination
against any employee based on
their religion and belief.
Religion and belief is defined
very broadly and means any
religious belief or philosophical
belief. Employees shouldn’t be
discriminated against directly,
indirectly, harassed or
victimised.

Genuine Occupational
Requirement exception

The only reason where it is
lawful to discriminate against
an employee in any of the anti-
discrimination legislation is if
the job has a genuine
occupational requirement. This
means that it is fair to use
certain characteristics for a job
which may be discriminatory.
For example, a refuge helping
women suffering from domestic
violence would be allowed to



employ only women even though that
discriminates against men. However, there are
very few instances where this exception is
allowed.

Organisations That Offer More
Advice On Anti-Discrimination
Legislation.

Equality and Human Rights Commission  — The
Equality and Human Rights Commission can
provide help for employers on good practice and
their responsibilities in reducing discrimination.
www.equalityhumanrights.com tel - 0845 604
6610

ACAS Equality Direct helpline — 0845 600
3444 or visit www.acas.org.uk

Business Link — Provides free business advice
and support. helpline -0845 600 9006
www.businesslink.gov.uk
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Equality In The Workplace
and Suggested Good
Practice.

Many employers will know that
employing a diverse workforce
IS crucial to business success.
Diverse workers represent the
diverse customer base that
exists. So how can you help
promote an environment that
values difference?

1. Produce an equality

policy and action plan. This
should show your
organisation’s commitment to
equality in your workplace and
service provision. It should give
the minimum standards that
you expect from your
employees in relation to
equality. An action plan should
show how you are going to
measure how your policy is
working. For what to include in
an equality policy or action plan
see the links below:
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www.acas.orq.uk/CHttpHandler
.ashx?id=318&p=0

www.equalityhumanrights.com
(look in organisation, click
employers/ how to tackle
discrimination and promote
equality).

2. Flexible working.  Allow
flexible working and for
employees as far as possible
within the running of your
business. This allows people
who are caring for children or
older people, or carers for
people with impairments or
people with disabilities to work
within their other commitments.

3. Be mindful of differing
needs within your workplace.
If possible, where work places
have the capacity to have a
quiet room, supply one for
people who want to use it for
religious purposes. Examples
of other needs may be
providing varying foods in the
canteen and allowing clothing



or headwear that abides by the
rules of people’s beliefs.

4. Recruiting a diverse
workforce. By building up
relationships with local
voluntary and community
groups you may find other ways
to access a greater pool of
people to choose from when
recruiting for a position. You
could look at gaps of under-
represented workers in your
workforce and find ways to
advertise positions to these
groups. When arranging
interviews, find out if
candidates have specific
needs.

5. Training staff on

diversity. Train staff on basic
legal principles and the
iImportance of valuing different
people. Provide training on the
importance of work
environments that are anti-
bullying and anti-harassing.
Make sure all line managers
are aware of their statutory



obligations such as the concept of reasonable
adjustments for disabled people.

6. Deal effectively with complaints /
grievances. Ensure you have effective ways for
staff to complain if they are suffering discrimination
and show that you as an employer take this
seriously. Look at ways to resolve complaints as
far as possible and as quickly as possible to
prevent cases needing to go to employment
tribunals.

7. Procedure to follow if staff become

disabled. Have a set of procedures to follow if
staff become disabled during the course of their
employment. For example, looking at equipment
or adaptations that can be made to enable the
employee to do their present job. Seeing if Access
to Work can meet some of these costs (see
Access to Work scheme). If the employee is
unable to do their present job look at other jobs
they may be able to do and offer training.

8. Promote the concept of difference and
equality in the workplace. You as an employer
can influence your workforce by encouraging
concepts of difference and diversity. This can be
done through policies, posters, internal websites,
etc...



9.  Support schemes such as positive
employer. There are two schemes below that
your company can sign up to which, by displaying
the relevant logos, show employees, people
applying to your company and customers that you
are positive about employing disabled people.

The disability symbol can be used by
employers to show that they are positive about
employing disabled people. It is a recognition
given by Jobcentre Plus to employers agreeing to
meet five commitments regarding the recruitment,
employment, retention and career development of
disabled people. If you want to use this symbol,
then please contact your local Jobcentre Plus,
disability employment advisors. The Stamford
Jobcentre number is 01780 683900.

Mindful Employer aims at
increasing awareness of mental health at work
and providing support for businesses in recruiting
and retaining staff. Employers can sign up to a
charter to work within the principles and receive



any support from Mindful Employer. If you want to
find out more or sign up to the charter, please visit,
http://www.mindfulemployer.net/




Grants Available To Make
Reasonable Adjustments

Sometimes employing disabled people can cost
more, for example, in making adaptations, support
costs etc... Don't let this put you off as there is a
grant scheme that is available from Jobcentre Plus
to help with these costs:

Access to Work

If you have an employee with a disability you may
be required to make reasonable adjustments, for
example, in flexible working or in making physical
adaptations. Sometimes the cost of providing
additional support and making adaptations etc...
can be claimed from a grant from Access to Work.
Access to Work gives advice and support to
employers and employees about the extra costs
that may arise because someone is disabled.
Access to Work might pay towards the equipment
you need at work, adapting premises to meet your
needs or a support worker. It can also pay towards
the cost of getting to work if an employee can’t use
trains or buses and for a communicator at job
interviews if an employee needs one. Access to
work can pay 100% of costs if your employee has
been unemployed, if the employee has been
working for less than 6 weeks or is self-employed.
However, access to work will only pay up to 80%
of costs if the employee has been working for the



employer for over 6 weeks and the need is for
equipment or adaptations to premises. The
employer is expected to pay the first £300. To find
out more information please visit
www.direct.gov.uk/en/DisabledPeople/Employmen
tsupport/WorkSchemesAndProgrammes/DG_4000
347

To apply for an Access to Work grant ask to speak
to a disability employment advisor at the
Jobcentre. The Stamford Jobcentre Plus number
Is 01780 683900. The Access to Work grant needs
to be applied for by the employee.



Help in finding disabled people to work
for you and in retaining employers if
they become disabled or are disabled or
have a long term health condition

There are a number of organisations that exist to
help people enter the workplace or stay in
employment if they are disabled. Below is a list of
organisations that may be able to help you and
your employees.

Employment Opportunities — Dedicated to create
routes into employment for people with all
disabilities and medical conditions.

Tel 020 7156 5060
http://www.opportunities.org.uk/Default.aspx

Jobcentre Plus —The Jobcentre have disability
employment advisors who may be able to direct
you to organisations that can help.
http://www.jobcentreplus.gov.uk/

Shaw Trust - Supports disabled and
disadvantaged people to prepare for work, find
jobs and live more independently.

Tel 01225 716300
http://www.shaw-trust.org.uk/home




Vista — Provides services for blind and partially
sighted people of Leicester, Leicestershire and
Rutland. Their aim is to give visually impaired
people the support they need to enjoy an
independent life. Tel 0116 2498811

Help For Workers Where English
is Their Second Language

ESOL for Work — Adult Learning at Vale of
Catmose College - English courses for speakers
of other languages offered where and when there
Is sufficient interest. Enquiries tel. 01572 771700
or adultlearning@catmose.rutland.sch

Employment Forums on
Discrimination and Equality

There are also a number of forums that provide
information and advice on age, disability and
religion and belief. Their contact information is
below:

Employers forum on age — www.efa.org.uk
Employers forum of disability — www.efd.org.uk
Employers forum on religion and belief —
www.efrb.org.uk




Other Helpful Organisations in
the Equality Strands

Below are links and information about different
organisations who work with specific groups to
address inequality:

AGE

Age Positive - Age Positive campaigns for the
benefits of employing a mixed aged workforce. Its
website gives clear guidance on the law relating to
age and the workplace, as well as good practice in
employment procedures.
http://dwp.gov.uk/agepositive/

Age Concern - Age Concern is the UK’s largest
charity working with and for older people. Their
website offers information, advice, campaigning
issues and links to local schemes and services.

Tel. 0116 299 2233

WWW.ageconcern.org.uk




The Children’s Society - The Children’s Society
lobbies and campaigns for the rights of young
people through a national network of projects,
research and campaigning.
www.childrenssociety.org.uk

SEXUAL ORIENTATION

Stonewall - Stonewall campaigns for legal and
social equality for lesbians, gay men and bisexual
people. Stonewall’'s website contains research,
information and advice aimed at a range of
stakeholders, including individuals, employers, the
media and parliamentarians.
www.stonewall.org.uk

Leicester Lesbian, Gay & Bisexual Centre —
Provides a safe social and support space, delivers
high quality professional services that are
responsive to the needs of the local community
and challenges the inequality created by society.
www.llgbc.com/

GENDER

Fawcett Society - The Fawcett Society
campaigns for equality between women and men.



Where there's an inequality gap between women
and men, they are working to close it.
www.fawcettsociety.org.uk

Press for Change - Press for Change is the main
lobby group campaigning for the rights of
transgender and transsexual people. Their
website contains information on the key legislation
affecting trans people, research, advice and good
practice.

www.pfc.org.uk

The Gender Trust -The Gender Trust provides
help and support for people with gender dysphoria
related to transgenderism and transsexualism.
They also provide help to promote public
education on gender dysphoria.
www.gendertrust.org.uk

RACE/ETHNICITY/NATIONALITY

ESOL for Work — Adult Learning at Vale of
Catmose College - English courses for speakers
of other languages offered where and when there
is sufficient interest. Enquiries tel. 01572 771700
or adultlearning@catmose.rutland.sch




DISABILITY

Action Deafness - Provides comprehensive
range of services to deaf, hard of hearing,
deafened and deaf blind people in Leicester and
Leicestershire on 0116 257 4800.
www.actiondeafness.org.uk

Employment Opportunities —  Part of national
employment charity Shaw Trust, dedicated to
creating routes into employment for people with all
disabilities and medical conditions.

Tel 020 7156 5060
http://www.opportunities.org.uk/Default.aspx

Headway Leics., Leicester and Rutland-
Provides support, advice and activity for people
with acquired brain injury aged 17 — 65. Tel 0116
2739763.

www.Headwayl eicester.org.uk

MIND - Mind provides help and services for and
campaigns on behalf of all people experiencing
mental distress, including challenging
discrimination and promoting inclusion in society.
www.mind.org.uk




Rutland Access Group — A local pressure group
supporting people with disabilities in an effort to
ensure safe access to buildings, leisure and
recreational facilities.

The group carries access audits each year and
liaises with the county council to improve access
throughout Rutland.

Tel. 01572 812808
access@mccombiesmith.co.uk

SCOPE Response  Scope is UK largest charity
working with disabled people. Aims to enable adults
and children with cerebral palsy and assoc.
disabilities to claim their rights, and lead full and
rewarding lives. Tel 0808 800 3333
wWww.scope.org.uk/

Shaw Trust - Supports disabled and
disadvantaged people to prepare for work, find
jobs and live more independently.

Tel 01225 716300
http://www.shaw-trust.org.uk/home

Vista — Provides services for blind and partially
sighted people of Leicester, Leicestershire and
Rutland. Their aim is to give visually impaired



people the support they need to enjoy an
independent life. Tel 0116 2498811
http://www.vistablind.org.uk/

RELIGION AND BELIEF

Interfaith -Provides information on different faiths.
www.interfaith.org.uk

ORGANISATIONS WORKING IN ALL EQUALITY
STRANDS

Citizens Advice Bureau — Information and advice
about discrimination.

www.citizensadvice .org.uk

Equality and Human Rights Commission  —
Provides help and advice on equality and human
rights legislation, as well as good practice.

Tel: 0845 604 6610 or visit
www.equalityhumanrights.com

Equality Bill - Information on the proposed new
Equality Bill can be found at:
www.equalities.gov.uk/




National Centre for Diversity -They provide
“Investors in Diversity”, which is a new standard
which helps organisations adopt and develop, and
achieve inclusion, equality and diversity.
www.nhationalcentrefordiversity.com




