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Introduction 
At CESPLS we are committed to building a culture that promotes equality and celebrates diversity.  This policy relates to all that we do and will support staff and those working on our behalf in maintaining our values and acting in a way that is professional at all times. 
We aim to make our services and practices as inclusive as possible and the implementation of this policy will help us ensure that we conduct our work in a way that is transparent and accessible to people from all sections of the community and values the contribution made by our staff.  
We will not subject any individual to any act which is discriminatory in nature and nor will we tolerate the perpetration of any such act by any member of staff or any individual or organisation working on our behalf.  We aim to treat people as individuals and with respect and dignity.   By taking this approach we commit ourselves to meeting the requirements of the Equality Act 2010 and as such will not tolerate unfair discrimination, victimisation or harassment. 

This policy sets out how we promote equality, what we mean by discrimination and our complaints procedure.  

How we promote equality

· Delivering services to the public and outside organisations

We will make sure that our services respond to people’s needs by taking a pro-active approach to equality.  For example, we will only ever use accessible venues for meetings and we will take steps to respond to people’s needs by making reasonable adjustments where appropriate. We will always think through the equality impact of any new policy or procedure that we introduce. 

· Procurement 

We will only appoint contractors who are able to demonstrate a commitment to promoting equality and understand our obligations in respect of the specific duties contained within the Equality Act 2010.  We will do this by including a specific equality clause in all tendering exercises.  Furthermore, when working on our behalf contractors must behave in a way that is consistent with our values and obligations as detailed in the Act.   Breaches of this policy will be regarded as material breaches of contract and appropriate action will be taken.  
· Monitoring

Where practicable we will monitor the impact of our recruitment and people management policies and practices to ensure that these are helping us promote equality.  Our monitoring records will be kept securely and used only to inform our actions to promote equality.  We will routinely monitor the impact of our recruitment activity and will use anonymous employment monitoring forms to do this.  
· Communicating our commitment
Our workforce is made up of a talented group of individuals with different needs, preferences and abilities.  We value their contribution and to ensure their needs are met we will take specific steps to ensure that every member of the team is aware of their own responsibilities as well as the values of the organisation.

An example of the steps we will take include:-

· Application packs will contain this policy

· All new starts will be asked to confirm that they have read and understood the content of this policy

· Staff will be given the opportunity to talk through any queries or concerns that they may have in relation to the content of this or any other policy
· We will issue regular briefings to ensure our staff and those working on our behalf are provided with up-to-date legislative information.
In order that we can demonstrate our commitment to equality to our staff and to the people who use our services we will publish information in our annual report that details the activity that we have undertaken to promote equality.
What we mean by discrimination
We are committed to promoting equality of opportunity and treatment and to eliminating discrimination in all of our practices. We will seek to ensure that all job applicants, members of staff, investigators, assessors and contractors as well as any individuals to whom we provide a service, are treated fairly, with respect and without bias at all times. 

We know that discrimination can take a variety of different forms, all of which fall within the scope of this policy

· Direct discrimination occurs when one person is treated less favourably than another without justification and the reason for that less favourable treatment is related to a protected characteristic as defined by the Equality Act 2010.   

· Indirect discrimination is present where a provision, criterion or practice is applied to a member of staff, without justification, which would be to the detriment of a considerably larger proportion of one group of staff (such as women, people from an ethnic minority background, lesbian or gay individuals, and so on).

· Harassment occurs where a member of staff is subjected to unwanted conduct that violates their dignity or creates an environment that they perceive to be intimidating, hostile, degrading, humiliating or offensive.

· Victimisation occurs where a member of staff is treated less favourably as a result of making a complaint.

What is a protected characteristic?

There are nine protected characteristics detailed in the Equality Act 2010, these are:

· Age

Where this is referred to, it refers to a person belonging to a particular age (e.g. 32 year olds) or people who are part of a specified age range (e.g. 18 - 30 year olds).

· Disability

A person has a disability if s/he has a physical or mental impairment which has a substantial and long-term adverse effect on that person's ability to carry out normal day-to-day activities.  

An individual might describe themselves as disabled if they have a learning difficulty such as dyslexia, a learning disability such as Down’s Syndrome or a long term condition such as multiple sclerosis, cancer or if they are HIV positive.   
People are covered by disability as a protected characteristic if they are discriminated against because of their association with someone who is disabled, for example if they are in a relationship with a disabled person.  

· Gender reassignment

The process of transitioning from one gender to another.  An individual can be covered by the protected characteristic of gender reassignment even in they are not undergoing medical treatment  in respect of their gender reassignment. 
· Marriage and civil partnership

Marriage is defined as a 'union between a man and a woman'. Same-sex couples can have their relationships legally recognised as 'civil partnerships'.  Civil partners must be treated the same as married couples on a wide range of legal matters.

· Pregnancy and maternity

Pregnancy is the condition of being pregnant or expecting a baby. Maternity refers to the period after the birth, and is linked to maternity leave in the employment context. In the non-work context, protection against maternity discrimination is for 26 weeks after giving birth, and this includes treating a woman unfavourably because she is breastfeeding.

· Race

Refers to the protected characteristic of Race. It refers to a group of people defined by their race, colour, and nationality (including citizenship) ethnic or national origins.

· Religion and belief

Religion has the meaning usually given to it but belief includes religious and philosophical beliefs including lack of belief (e.g. Atheism). Generally, a belief should affect your life choices or the way you live for it to be included in the definition.

It does not include any philosophical belief that is contrary to the content of the Human Rights or Equality Acts. 

· Sex

A man or a woman.

· Sexual orientation

Whether a person's sexual attraction is towards their own sex, the opposite sex or to both sexes


How we deal with complaints

· Complaints from staff and those working on our behalf 

Staff who believe that they have been subject to behaviour that is unlawful or discriminatory should refer to our dignity at work policy to assess the nature of their complaint.  If the staff member is still concerned then they should raise a complaint following the steps outlined in the dignity at work policy. If the complainant believes there is discrimination relating to a protected characteristic taking place, this should be stated in the complaint. 
We are committed to taking prompt action to deal with complaints of this nature. 
· Complaints from users of our services
If you believe that you have been treated in a manner that is unfair or discriminatory then we want to know, please make your complaint to the Business Manager. 
If you believe that a practice may be unfair or discriminatory to a particular section of society then please let us know.
( This policy applies to individuals working for CESPLS or accessing our services in any capacity. It should not be confused with the Public Appointments Commissioner’s policy on Equal Opportunities in the public appointments process.
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