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EQUAL OPPORTUNITIES – OUR COMPREHENSIVE POLICY and ITS PRACTICE:

This agency is committed to a policy and practice which require that entry into employment with the company and progression within employment should be determined only by personal merit and by the application of criteria which are related to the duties of the particular appointment and the relevant salary structure.  
This easy-to-understand document has therefore been created for digestion by staff, applicants and any interested third parties. It has been drafted with reference to the REC Equal Opportunities Code which has been approved by the Commission for Racial Equality, but it goes beyond the aforementioned recommended practices.  
Our policy is expected to be applied by consultants, as a condition of their own employment, in the following scenarios – scenarios that affect what occurs on our premises and wherever our workers are deployed:
· During each and every recruitment and selection process, whether or not conducted for ourselves or a 3rd party, and whether this involves the outcome of the process or simply the terms of engagement
· In respect of the allocation of opportunities for training and promotion

· Where discipline and / or dismissal is countenanced      

· When bullying, harassment or victimisation may occur
· Where our agency is directly discriminatory or indirectly acts for a third party in a discriminatory manner

· Where a service might be refused or a charge for a service might be adjusted in a discriminatory way
In order to execute this policy the agency is committed to providing training for its entire staff in equal opportunities practice. Once such training is deemed to be delivered consultants must sign to confirm their familiarity with their obligations in respect of preventing both direct and indirect discrimination. Thereafter wilful contraventions of regulations relating to equality of opportunity will be dealt with as disciplinary offences.
OVERVIEW of the ESSENTIALS: 
No member of the staff, nor any applicant or third party including any client, will be treated less favourably than another on the grounds of:
· Age

· Race (and/or colour)

· Gender (including gender reassignment)

· Disability

· Religion or belief (unless such a belief is self-evidently illegal or potentially dangerous)
· Sexual orientation (unless that includes the practise of illegal sexual orientation such as paedophilia)
· Marital status 
· Ethnic or national origin – where such persons are entitled to live and work in the UK
· Health

· Pregnancy or childcare responsibilities

· Criminal records where they are considered as ‘spent’

· Other potential grounds for complaint such as so-called ‘heightism’ or discrimination because of an entirely legal addiction such as smoking (outside the working premises, obviously)
The RAFT of LEGISLATION:

The key legislation in place to ensure that genuine equality of opportunity exists is considerable and is constantly being revised. Consultants themselves cannot be expected to have the depth of knowledge that an employment lawyer would have. 
Where they might have any doubt that discrimination may be occurring then they should refer the matter to the agency’s MD or to a nominated member of staff who has been delegated to deal with such issues.
But, for the reference of all concerned the following list of relevant legislation – which is not exclusive - is binding (and for your reference the agency has a list of hyperlinks to all of this legislation online):
· Sex Discrimination Act 1975 and 1986 (as amended)
· Disability Discrimination Act 1995
· Asylum and Immigration Act 1996
· Human Rights Act 1998
· Sex Discrimination (Gender Assignment) Regulations 1999
· Race Relations Act 1976 (Amendment) Act 2000
· Employment Act 2002
· Employment Equality (Religion or Belief) Regulations 2003
· Race Relations Act 1976 (Amendment) Regulations 2003
· Employment Equality (Sexual Orientations) Regulations 2003 (Amendment) Regulations 2007
· Civil Partnership Act 2004
· Equal Pay Act 1970 (Amendment) Regulations 2004

· Disability Discrimination Act 1995 (Amendment) Regulations 2005

· Employment Equality (Sex Discrimination) Regulations 2005

· Employment Equality (Age) Regulations 2006 Amendment Regulations 2008

· Equality Act 2010
INDIRECT DISCRIMINATION:
We tend to think in terms of direct discrimination. But consultants must be aware that indirect discrimination can occur even when an employer innocently applies a general requirement or condition which could create unintended exclusion. 
Indirect discrimination would also occur if a recruitment consultancy accepted and acted upon an indirectly discriminatory instruction from an employer. If a consultant feels that a client is somehow acting in a discriminatory way then this should be referred to our MD since this may necessitate some diplomacy, but in general terms we as an agency cannot risk exposure to any litigation though the implementation of any client’s brief where it is fundamentally wrong and illegal.
REGULAR MONITORING

Within the agency we have the following raft of arrangements to ensure that we properly observe the aforementioned responsibilities under the mantle of Equal Opportunities legislation:

· ON APPLICATION: Every candidate is asked to complete an Equal Opportunities form at the time of application. The candidate should be told that this to try and ensure fairness in our processes, and that the returns are dealt with in bulk with each return being anonymous. But they cannot and must no be compelled to complete that form.

· ON EXIT: We should conduct exit interviews with every worker who ceases to be on the agency’s payroll. Again there cannot be compulsion. But, when that exit interview occurs, the question ‘Have you been in any way discriminated against by the agency or a client?’ should be asked. If the answer is affirmative then details should be sought, recorded and referred in writing to the MD.

· QUARTERLY REVIEW: Consultants are required to return a form on a quarterly basis, 4 times every financial year, on which they make considered observations in respect of any perceived imbalance or unfairness. Those forms will be signed off by the MD and lodged on record.

· AD HOC APPRAISALS of COLLATERAL: There must be occasional reviews of wordings in all advertisements, whether they are publicised in traditional media such as magazines or in new media i.e. online. The same care must be taken with any other published literature, even in respect of subtleties (e.g. photography and text should reflect the fact that we employ an ethnic mix, that we are not ageist or favouring any gender)
· THIRD PARTY INVOLVEMENT: Unions, representative workers and both government and non-government agencies, as well as clients (including past or intending clients), are always welcome to review our records including advertising to evaluate whether it is compliant with Equal Opportunities legislation.
· ONGOING DUTY of CARE for ALL STAFF: If it’s wrong then don’t just sit there and say nothing. Tell the MD!
COMPLAINTS AND MONITORING PROCEDURES:
The agency has a comprehensive complaints procedure to allow any complaint to be made by any party about any other party. We also have an appeals procedure. Staff have an absolute duty of care to candidates, colleagues, clients, the agency itself and the general public to report discrimination using our standard complaints system and to ensure that the complaint is properly dealt with.

COMMUNICATING:
You have been clearly briefed on these issues. The agency expects the effective implementation of the policy. If you do not understand any of the issues or wish to raise a query then please do so immediately.
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