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1. STATEMENT OF INTENT

1.
GSI Contract Services Limited is committed to equality of opportunity in employment.  It will not knowingly unlawfully discriminate or permit its employees to discriminate against any person on grounds which include:

· Race, national or ethnic origin,

· Gender,

· Marital status,

· Disability,

· Sexual orientation.

· Age

· Religion and / or beliefs.

Unlawful discrimination includes treating a person less favourably than others are treated or would be treated in the same or similar circumstances.

2.
GSI Contract Services Limited will not permit:

2.1
Any job applicant or employee to receive less favourable treatment than any other on any of the grounds set out in paragraph 1 of this policy.

2.2
Any job applicant or employee to be placed at a disadvantage by requirements or conditions having a disproportionately adverse effect on him or her and which cannot be shown to be relevant to job requirements.

3.
The only exception to this policy will be:

· Where the sex, race or age of a person is a genuine occupational qualification.


· Where the disability of a person prevents the function of the job being carried out. 

3.1
However, GSI Contract Services Limited is aware of the Disability Discrimination Act 1995 and will comply fully with these including making assessments of the work premises to discover whether adjustments might be made to allow an otherwise suitable candidate who is disabled to be employed.

3.2
There will be equality of opportunity in the recruitment, training, development and promotion of staff.  If you have special responsibilities in this policy you will be trained accordingly.

4.
The Directors have overall executive responsibility for ensuring that this policy is communicated and implemented.

4.1
All staff must comply with the terms of this policy.

4.2
A Code of Practice detailing how this policy works in practice is kept with the Administrator. All employees having responsibility under the Policy must read this document.  All other employees may refer to it at any time.

5.
GSI Contract Services Limited will take disciplinary action, including dismissal, against any employee who is found to have contravened this policy. If any employee considers that s/he is suffering from unfair treatment they may either make a complaint, which will be dealt with through the firm's Grievance Procedure, or raise the matter with any Director.
Signed 
__________________________________     

Position 
__________________________________     
Date
 
__________________________________     
2. RESPONSIBILITIES


As well as those responsibilities under legislation which fall upon us as the Employer we are also responsible for the actions of our employees.

All employees have a responsibility to accept their personal involvement in the practical application of this policy.  However specific responsibilities outlined later in this document fall upon managers, supervisors and those involved in recruitment, assessment and training.  Overall responsibility for the implementation of this policy rests with the Directors.

Equal Opportunities: Strategy For Implementation
A. 
Advertising
1.
All adverts will include the following statement: GSI Contract Services Limited is committed to equal opportunities in employment.
      


2.
All vacancies will be advertised through the Job Centre and local daily paper. Recruitment solely by word of mouth or through the recommendation of existing employees will not be allowed.

3.
The name and address to which application forms and literature has been sent will be recorded on Form RP1.  

4.
The following literature will be sent to applicants:

· Application form, provided with this system;

· Detachable ethnic monitoring form 

5.
The ethnic monitoring form will be detached from the application form prior to short-listing taking place. The information from these forms will be recorded and the forms kept for twelve months.

6.
All application forms will be acknowledged promptly. Delay can breed suspicion.

Responsibilities for 1 & 2 rests with the Directors.

Responsibility for 3-6 rests with administrative staff only.

B. 
Short Listing
1.
Selection criteria will be objectively justifiable and non discriminatory.

2.
Short-listing will be undertaken by at least two persons acting independently, using a pre-determined scoring method based on the requirements of the personnel specifications.  Clear tabulated records will be kept.

3.
If a candidate has not been short-listed state on the short-listing form why they have not.

Responsibility - The managers and, from time to time, other senior managers relevant to the position.

Note to Applicants For Employment
We Are An Equal Opportunity Employer
Job applicants will be treated equally irrespective of gender, marital status, age, disability, race, nationality, ethnic origin or religion.  They shall not be disadvantaged by any conditions or requirements related to employment which cannot be shown to be justifiable. GSI Contract Services Limited ensures that its operational policies and procedures will be regularly reviewed, to ensure the promotion of equality of opportunity in employment and prevention of discrimination.

GSI Contract Services Limited will ensure that the selection criteria for all current and prospective employees will include consideration of the relevant aptitudes, skills, abilities and qualifications of each applicant. We are an equal opportunities employer.  You are requested to complete the following statement, detach it from the application form and place it in a separate envelope.  Completion is voluntary. (This form will not be used as a basis of selection but will help us to determine whether our advertisements are reaching a cross section of the population).

I consider my ethnic background to be:


Bangladeshi 
Black African

Black Caribbean


Black Other
Chinese

Indian


Pakistani
White European

Other

(please specify)

C.
Code of Practice For The Conduct of Interviews
This code of practice is based on guidelines approved by GSI Contract Services Limited for conducting interviews. The code is intended to provide a sensitive and flexible framework for interviews so that the Equal Opportunities Policy can be put into practice.  The aim is to improve the standard of interviewing throughout the Company.

· All interviewers should ensure that they have all the relevant information about each candidate available.

· All information should be thoroughly read by all interviewers/panel members.

The Interview

The aim of the interview is:

1.
to assess the candidate's ability/suitability for a specific job based on the information obtained from the application form.

2.
to provide an opportunity for the candidate to make further enquiries concerning the nature and conditions of employment in order to assess the appointment if it is offered.

3.
to gain an insight into the applicant's personality.

Questioning Techniques 

1.
Questions relating to the following areas should be avoided during the course of the interview:

· Marital status,

· Occupation of spouse,

· Number of children, family intentions or domestic  arrangements,

· Trade Union activities,

· Political and/or religious beliefs,

· Age

2.
The purpose of questions posed at the interview is to provide additional information to supplement or clarify the application form.   

3.
It is therefore essential that comparable questions are asked of each applicant being interviewed and that the substance of the questions should not vary according to the gender, ethnic minority, age or disabled status of the applicant.  The questions should be phrased in a standard way and not make use of cultural idiom or metaphor that would put particular candidates at a disadvantage.

Assessment 
1.
Each interviewer must immediately after the interview complete the assessment form RP7 in respect of each applicant.  This type of analysis will ensure objectivity and will have the benefit of providing recorded data on how the decision was reached, should such information be required, e.g. for an Employment Tribunal.

2.
After the interview all the available information on the candidate should be evaluated before a final decision is taken.

3.   
All candidates should be informed of the results of the interview at the earliest possible opportunity, so that if they are unsuccessful, they may consider applying for other posts.

Responsibility  - Interviewers approved by the Company.

D. 
Training
1.
GSI Contract Services Limited will ensure that individuals having responsibility for recruitment and selection of staff or who are involved in selection for training or promotion receive training in equal opportunities.

2.
GSI Contract Services Limited will also ensure that all its employees enjoy equal access to training and development opportunities.

3.
GSI Contract Services Limited will monitor the ethnic origin of those selected for  training courses and other development opportunities.

E. 
Promotion
1.
GSI Contract Services Limited will promote employees strictly on the basis of merit and their ability to undertake the duties of the post.

2.
Promotion criteria will be drawn up and used to select potential candidates for promotion.

3.
Potential candidates for promotion will be interviewed prior to any decision being made.

4.
GSI Contract Services Limited will monitor the ethnic origin of promoted employees.

F. 
Review
1.
GSI Contract Services Limited undertakes periodically to review all its procedures to ensure that they are having a positive influence on equal opportunities within the workforce.  Responsibility - The Director

G. 
Genuine Occupational Qualifications (GOQ)
There are some exceptions within statute where an employer can claim a Genuine Occupational Qualification to recruit, train, promote or transfer a person of a particular race, gender or age where one of the following applies:

1.    
The employer does not have sufficient employees of a particular race or gender for the required job, e.g. acting, modelling or to work in a special setting where persons of a particular race or gender are required for authenticity.  in a certain, limited, number of cases, a person’s age may be a genuine occupational qualification, but these circumstances will usually be rare.

2.
The job involves providing services to a particular race or social background to promote their welfare, and the services can most effectively be provided by a person of the same background.

3.
A woman or man may be required to preserve decency or privacy, e.g. a lavatory attendant.

4.
The job is within a single sex establishment, which provides special care, supervision or attention.

5.
The employee provides people with personal services promoting their welfare or education, which can be provided more effectively by a particular person.

6.
The job is one of two to be held by a married couple.

3. HARASSMENT AND DISCRIMINATION


Statement Of Intent

GSI Contract Services Limited is an Equal Opportunity employer and, as such, is opposed to unfair and unlawful discrimination.

It is the policy of GSI Contract Services Limited to make every effort to provide a working environment free from unlawful discrimination, harassment and intimidation.

It is against the policies of GSI Contract Services Limited for any employee to harass another employee, client or member of the public, because of their race, gender, marital status, sexual orientation, religious beliefs, disability, age, employment status, or trade union membership. Such conduct will not be tolerated.  All employees will be expected to take appropriate measures to ensure that such conduct does not occur. Appropriate disciplinary action, including dismissal for serious offences, will be taken against any employee who violates this policy.

Care will always be taken during an investigation of allegations of harassment or discrimination to protect the interest of both the complainant and the employee, customer or supplier complained against and to establish the true nature of the problem.  The conduct of an investigation and the determination of such action as may appear to be necessary to deal with harassment or discrimination is the sole responsibility of management.

Definitions 

Racial Harassment 

Unlawful harassment occurs when, on the grounds of a person's race, another person "engages in unwanted conduct which has the purpose or effect of (a) violating that other's dignity; or (b) creating an intimidating, hostile, degrading, humiliating or offensive environment for that other." The Regulations provide that conduct will have the effect specified in (a) or (b) having regard to all the circumstances including in, particular, the perception as the victim of the person being harassed. Racial harassment will include offensive jokes, the display of offensive materials making racially derogatory comments, racial abuse and physical abuse and threats. More subtle forms of harassment can include unfair work allocation unequal treatment in the application of conditions of employment unreasonable pressure to complete tasks and exclusion from conversations. 
Sex Harassment and Sexual Harassment

A person subjects a woman to harassment if 
(a) 
he engages in unwanted conduct that is related to her sex or that of another person and has the purpose or effect – 

(i) of violating her dignity, or 
(ii) of creating an intimidating, hostile, degrading, humiliating or offensive environment for her, 

(b) 
he engages in any form of unwanted verbal, non-verbal or physical conduct of a sexual nature that has the purpose or effect – 

(i) of violating her dignity, or 

(ii) of creating an intimidating, hostile, degrading, humiliating or offensive environment for her, or 

(c) 
on the ground of her rejection of or submission to unwanted conduct of a kind mentioned in paragraph (a) or (b), he treats her less favourably than he would treat her had she not rejected, or submitted to, the conduct"

Conduct that would come within that definition takes many forms and includes:

Verbal
· Comments about appearance, body or clothes 

· Indecent remarks 

· Questions or comments about an employee’s sex life 

· Requests for sexual favours 

· Sexual demands made by someone of the opposite sex, or even of the same own sex 

· Promises or threats concerning a person's employment conditions in return for sexual favours 
Non- Verbal

· Looking or staring intently at a person's body. 

· Display of sexually explicit material such as calendars, pin ups or magazines. This applies even if the victim is not herself able to see the images

Physical

· Physically touching, pinching, hugging, caressing, kissing 

· Sexual assault 

Harassment of lesbian or gay persons and other minorities can occur in many of the forms already referred to. 

Complaint Procedures
1.   An employee who believes that he or she has been the subject of and discriminatory behaviour or harassment should, in the first instance, ask the person responsible to stop the harassing behaviour. If the harassment continues, or some employment consequences result, a formal complaint should be made. if the employee does not feel confident enough to ask the person to stop their harassing behaviour s/he should make a form a complaint

2.
An employee who wishes to make a formal complaint of harassment or discrimination should report the alleged act to Mr E Waugh who will raise the matter with the appropriate senior manager.

3.
Consideration will be given to the following:

a. The suspension of the alleged harasser on full contractual pay pending the outcome of the investigation;

b. The relocation the alleged harasser for the duration of the investigation; and

c. The reorganisation and reallocation of work to avoid the need for contact between the complainant and alleged harasser. (The wishes of the complainant should be taken into consideration when making a decision in this respect)

4.   
The Directors will conduct the investigation and may, during its courses seek specialist advice from external sources.  The proceedings will be confidential and the complainant and the alleged harasser will be interviewed separately.

5.
Both the complainant and the alleged harasser may be accompanied at their respective interviews by a fellow employee.

6.
The investigation into the complaints, which may include the interviewing of witnesses, should be completed within five working days of the complaint being formally notified.

7.
An accurate record will be made of the investigation and at its conclusion the Directors write to the complainant detailing his/her findings and the action to be taken.  In this letter the Directors should include an undertaking that the complainant will not be victimised or suffer any detriment in his/her employment as a result of the grievance in progress.

8. 
The Directors will advise the alleged harasser of the conclusion of the investigation and of any proposed action. Any disciplinary meeting will be convened within five working days, at which the alleged harasser will have the opportunity of challenging any of the evidence and/or making any submissions in mitigation 

9.
The penalties available to the Company range from dismissal or demotion where the harasser is a supervisor or manager, to some form of disciplinary warning. The decision will be notified in writing to the alleged harasser together with an outline of the evidence which led to this conclusion.  .

10.
In some cases, where it is considered appropriate to issue a disciplinary warning, it may also be necessary to consider an alternative post for the harasser in order that he/she and the complainant do not continue to work in close proximity.

11.
The normal rights of appeal as provided for in the Company’s disciplinary procedure shall apply to any person against whom a formal disciplinary sanction is imposed.

4. EQUAL OPPORTUNITY IN EMPLOYMENT


Guidance Note To The Main Legislation
1.
E.U. Laws And Directives
a. The Treaty of Rome Article 119 expounds the principle of "equal pay for equal work".
b. EU "Equal Treatment" Directive 76/107 requires equal treatment of men and women with regard to working conditions, including conditions governing dismissal. It is from this treaty that much UK legislation flows. 

2.
UK. Laws
Equal Pay Act 1970 (As Amended )

The Equal Pay Act came into force on 29th December 1975. Employees are entitled to equal pay (and other contractual terms and conditions) with an employee of the opposite sex if:

a. they are doing work which is the same or broadly similar; or

b. they are doing work which has been rated as equivalent by an analytical job evaluation scheme; or

c. they are doing work of equal value in terms of the demands made on the worker (whether or not there has been a job evaluation scheme). This does not apply if the employer can prove that there is a "material difference" between the woman's case and the man's; or 

d. in the case of c. above, some other "material factor" which justifies the difference in pay, provided this is in no way directly or indirectly connected with difference in sex.

Recent rulings from Employment Tribunals have clarified "pay" as referring to total remuneration, meaning wages and all other benefits. "Pay" has also recently been defined as covering "redundancy moneys".

Both men and women have equal rights under the Equal Pay Act.

Sex Discrimination Act 1975 (As amended) 

The Sex Discrimination Act for the most part came into effect on 29th December 1975.  This made unlawful discrimination on grounds of sex and marriage between applicants for jobs, or between existing employees in respect of promotion, training or transfer, in education, and in the provision of goods, facilities and services to members of the public.

The Sex Discrimination Act applies in employment, by making it unlawful to discriminate in the ways described above, in the following areas:

· in the arrangements made for deciding who is offered a job e.g. advertising, or interviews.

· in the terms on which the job is offered.

· in deciding who is offered the job.

· in the provision of opportunities for promotion, transfer or training.

· in the benefits, facilities or services an employer grants to employees.
· in dismissals, or other unfavourable treatment of employees. 

A change to the definition of sex discrimination in April 2008 replaced  the phrase ‘on the ground of’, the old wording with the new formulation ‘related to’. More forms of behaviour will be caught by the new definition of sex discrimination.   The Government Factsheet provides a good example. A group of male employees dislike a female colleague so as part of their campaign against her they put items of work equipment on the top shelf knowing that she will be inconvenienced by this or will struggle to reach it. Under the old definition the woman would need to have shown that the reason behind the men’s behaviour was on the ground of her being a woman. That is, her being a woman motivated their behaviour. However, in the example given, it is not because she is a woman that she is disliked.  So while the behaviour towards her is not because she is a woman, the form their behaviour takes, putting items on the top shelf, affects is related to  her as a woman because women are on average less tall than men. So it relates to her sex but is not motivated by her sex. 

4.
Race Relations Act 1976 (as amended)

The Race Relations Act of 1976 makes it unlawful for an employer to discriminate in recruitment (including the arrangements made for recruitment) promotion, training or transfer, terms and conditions of employment and dismissal on grounds of race

The employer may also be liable for unlawful discriminatory acts carried out by employees in the course of their employment, unless it can be shown that the employer has taken such steps as are reasonably practicable to prevent the employees from doing such acts.  A job applicant or employee who believes that they have suffered racial discrimination may take a complaint to an Employment Tribunal.

The Act applies to discrimination on racial grounds against racial groups. "Racial ground" includes any discrimination based on colour, race, nationality (including citizenship), or ethnic or national origins.

It is unlawful under the Act to publish, or cause to be published an advertisement which indicates an intention to perpetrate an act of discrimination whether direct or indirect.  This applies, with certain exceptions, even if the act of discrimination itself is not unlawful under the Act. Under the Act an employer may offer a job to a member of a particular racial engineering co. limited if membership of that engineering co. limited is a genuine occupational qualification ("GOQ") for the job.


5. 
Rehabilitation of Offenders
The Rehabilitation of Offenders Act 1974 is an important piece of legislation so far as employers are concerned.  The effect of the Act is to classify convictions as spent after a specified period of time has elapsed.  Certain convictions, however, can never be 'spent'.  These are:

a. a sentence of imprisonment for life.

b. a sentence of imprisonment (including youth custody) or corrective training exceeding 30 months.

c. a sentence of preventive detention.

d. a sentence of detention during Her Majesty's pleasure for life.

e. a sentence of custody for life.

Within the Act there are two tables which stipulate the rehabilitation period.  

Table A deals with all persons but provides that the rehabilitation period is subject to a reduction of one half for persons under 17 at the date of the conviction.  Table B deals exclusively with young offenders.  

An extract from Table A is reproduced below

	Sentence
	Rehabilitation 

Period

	A sentence of imprisonment (including youth custody) or corrective training for a term exceeding 6 months but not exceeding 30 months.
	Ten Years

	A sentence of cashiering, discharge with ignominy or disgrace from Her Majesty's Service.
	Ten Years

	A sentence of imprisonment (youth custody) for a term not exceeding 6 months.
	Seven Years

	A fine or any other sentence subject to rehabilitation under this Act (not being one dealt with in Table B or elsewhere in the Act).
	Five Years


The extract above is sufficient to indicate the principles of the Act.  If further details are required then Acton Jennings will be pleased to deal with any query.

Rehabilitation of Offenders (Exceptions Order 1975)
There are, however, important exceptions to the legislation which exempt some professions, offices and employment's and regulated occupations from the provisions of the Rehabilitation of Offenders Act.  This list is lengthy and again it is not practical to reproduce it in full.  Some common examples are:

Professions

Medical Practitioner, Barrister (England and Wales), Advocate (Scotland), Chartered or Certified Accountant, Dentist, Dental Hygienist or Dental Auxiliary, Nurse, Midwife, etc.

Offices and Employments
Any employment as a teacher in a school or establishment for further education and any employment which is carried out wholly or partly within the precincts of a school or establishment for further education, being employment which is of a kind as to enable the holder to have access to persons under the age of 18 in attendance at the school or establishment for further education in the course of his normal duties.

Any employment by a local authority in connection with the provision of social services or by any other body in connection by it of similar services or by any other body in connection by it of similar services being employment which is of such a kind as to enable the holder to have access to any of the following classes of persons in the course of his normal duties namely:

a. persons under the age of 18 or over the age of 65.

b. persons suffering from a serious illness or mental disorder.

c. persons addicted to drugs or alcohol.

d. persons who are blind, deaf or dumb.

e. other persons who are substantially and permanently handicapped by illness, injury or congenital deformity.

Any employment by a youth club or other body which is carried out with the promotion of leisure or recreational activities for persons under the age of 18.

Regulated Occupations.

Dealer in securities. Manager or Trustee under a Unit Trust Scheme. Any occupation which is concerned with carrying on a nursing home in respect of which registration is required.

The Effect of Rehabilitation
So far as the recruitment of persons with previous convictions is concerned, the question on the application forms AF1 and AF2 do not relate to spent convictions.  No one who is applying for a post which falls outside the list of excluded occupation can be compelled to reveal a spent conviction.  However, AF2(H) is especially designed for use in those places of work where the law does not allow an applicant to conceal a conviction.
It is also automatically unfair to dismiss an employee because s/he did not reveal a conviction which had become spent within the meaning of the legislation at the time of his/her starting work for the employer.
6.
Employment of Young Persons
A.
Definition

Aged 16 years but under 18 years.

B.
Hours of Work & Overtime
Previous restrictions in these areas have been removed by the 1989 Employment Act. Young persons are therefore subject to the same restrictions and requirements which apply to adult staff.

C.
Employment of Children
Where you wish to employ a child/children under 16 years of age, local authority permits have to be issued.  Be careful as local by-laws vary from authority to authority.  If in doubt phone Acton Jennings. Children are allowed, however, to undertake work as part of their education with the approval of the Local Education Authority. This is called 'work experience'

D.
Offences 

Enforcement is by Local Authority inspectors. Offences could render the Company liable for every employee who is in contravention of £1000 per offence.

7.  
Asylum and Immigration Act 1996 

The Asylum and Immigration Act 1996 creates an offence of employing a person over 16 who is subject to immigration control, unless that person has current and valid permission to be in the Country and that permission does not prevent him or her from taking the job in question. 

There is a single, and crucial, defence open to an employer.  to establish that defence, two conditions must be satisfied.  The first is that, before the employment began, there was produced for this purpose a document which appeared to relate to the employee and was of a type specified in an order made by the Secretary of State.  The second is that the employer retained a copy of that document in a manner specified in the order in relation to documents of that description.  

The Company recognises that to impose requirements to produce documents upon persons from some ethnic groups and not on others could be considered discriminatory. It will therefore carry out its obligations under this legalisation in a non discriminatory way

8. 
Disability Discrimination Act 1995
We are aware of the employment provisions of the Disability Discrimination Act 1995.

Disability and Staff Statement of Intent

GSI Contract Services Limited is committed to ensuring that at all its establishments its employment practices will assess people on the basis of their skill, aptitude and abilities which are relevant to the job to be done rather than on any disability they might have or might have had or might be expected to develop.

‘Reasonable Adjustments'

If an employee or a successful candidate for employment is unable, or becomes unable, to carry out all of duties of the post we shall make reasonable adjustments where necessary. in order to help a disabled person to do that job. We shall examine what changes can be made to the workplace, the way the work where the work is done and make any reasonable adjustments.

Examples of what we might do in practice are given below:

· altering premises - widening doors, changing taps,

· altering lighting, allocating car parking spaces etc.

· allocation of some duties to other employees transfer the person to fill an existing vacancy

· alter working hours transfer the person to another place of work

· allow absences during working hours for rehabilitation, assessment or treatment

· supply additional training acquire or make changes to equipment alter instructions in reference manuals modify procedures for testing or assessment providing a reader or interpreter 

· providing supervision

2. 
We shall ensure we value the contribution that disabled people make.

3.
We shall, through our disciplinary procedures, if necessary, take suitable measures to eliminate disability discrimination in the workplace.

In particular we shall treat acts of discrimination against disabled persons in the same way as we treat acts of sex or race discrimination. That is, as potentially gross misconduct.

Employment Equality (Religion or Belief) Regulations 2003

We are aware that these Regulations make it unlawful to discriminate against workers because of religion or similar belief. The regulations also cover providers of vocational training.

They apply to all facets of employment including recruitment, terms and conditions, promotions, transfers, dismissals and training and make it unlawful on grounds of religion or belief to:

· Discriminate directly against anyone. That is, to treat them less favourably than others because of their religion or belief. 

· Discriminate indirectly against anyone. That is, to apply a criterion, provision or practice which disadvantages people of a particular religion or belief unless it can be objectively justified.

· Subject someone to harassment. Harassment is unwanted conduct that violates a person’s dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment having regard to all the circumstances and perception of the victim. 

· Victimise someone because they have made or intend to make a complaint or allegation or have given or intend to give evidence in relation to a complaint of discrimination on grounds of sexual orientation. 

· Discriminate against someone, in certain circumstances, after the working relationship has ended. 

Religion or belief means, any religion, religious belief or similar philosophical belief. It does not include any philosophical or political belief unless it is similar to religious belief. Employment Tribunals or other Courts will determine whether particular circumstances are covered by the Regulations.  

Employment Equality (Sexual Orientation) Regulations 2003

We are aware that these Regulations make it unlawful to discriminate against workers because of sexual orientation. The Regulations also cover providers of vocational training. 

They make it unlawful to: 

· Discriminate directly against anyone. That is, to treat them less favourably than others because of their religion or belief. 

· Discriminate indirectly against anyone. That is, to apply a criterion, provision or practice which disadvantages people of a particular religion or belief unless it can be objectively justified.

· Subject someone to harassment. Harassment is unwanted conduct that violates a person’s dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment having regard to all the circumstances and perception of the victim. 

· Victimise someone because they have made or intend to make a complaint or allegation or have given or intend to give evidence in relation to a complaint of discrimination on grounds of sexual orientation. 

· Discriminate against someone, in certain circumstances, after the working relationship has ended. 

Sexual orientation with the Regulations means orientation towards persons of the same sex (lesbians and gay men), persons of the opposite sex (heterosexual) and persons of the same sex and opposite sex (bisexual). 

Employment Equality (Age) Regulations 2006 

We are aware that these Regulations that the Employment Equality (Age) Regulations 2006 make it unlawful to discriminate against workers, employees, job seekers and trainees because of their age. 

The Regulations make it unlawful on the grounds of age to: 

· Discriminate directly against anyone – that is, to treat them less favourable than others because of their age – unless objectively satisfied. 

· Discriminate indirectly against anyone – that is, to apply a criterion, provision or practice which disadvantages people of a particular age unless it can be objectively finished. 

· Subject someone to harassment. Harassment is unwanted conduct that violates a person’s dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment for them having regard to all the circumstances including perception of the victim.

· Victimise someone because they have made or intend to give evidence in elation to a complaint or discrimination on grounds of age.   

· Discriminate against someone, in certain circumstances, after the working relationship has ended. 

These regulations have significant implications for employers and employees, in particular they mean on act of direct discrimination will occur where; on grounds of age, an employer:

· Decides not to employ someone

· Dismisses them

· Refuses to provide training

· Denies promotion

· Provides adverse terms and conditions

· Retires an employee before their usual retirement  age, or if there is none, the age of 65, without objective justification

As a consequence of the Regulations there will be a need to carefully review workplace policies and procedures to ensure they are not age discriminatory. These include, but are not limited to:

· Recruitment

· Retirement 

· Training

· Pay, benefits and conditions

· Bullying and harassment 

· Redundancy 

· Absence 

Importantly, the Regulations also create a new statutory right to request working beyond age 65 together with obligations to carry out certain procedural steps prior to retiring an employee at 65. Failure to do this correctly may lead to an employee being automatically unfairly dismissed and compensation being awarded by an Employment Tribunal against the employer.  
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