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THE NORTH LANCS TRAINING GROUP LTD

EQUALITY & DIVERSITY POLICY
INTRODUCTION

The Company is an Equality & Diversity Training Group.  The aim of our policy is to ensure that no applicant, employee or learner receives less favourable treatment on the grounds of sex, disability, marital status, creed, colour, race, ethnic origins, sexual orientation, religion or belief and age.
This policy is not only desirable for moral reasons, it is also good business practice to fully utilise the skills available, both within the workforce and the local community.

Current legislation makes discrimination on the grounds of sex, disability, marital status, race including national or ethnic origins, sexual orientation, gender reassignment, marriage or civil partnership, religion or belief, age & pregnancy & maternity unlawful and are now all called ‘Protected Characteristics’ in the Equality Act 2010.  In order to comply with this legislation, fulfil our moral responsibility and demonstrate the Company’s commitment to Equality & Diversity, the following policy statement, together with its implementation, is being issued.
This applies not only to employees of North Lancs Training Group but to learners on Government Funded Programmes.

It is a requirement of Companies participating in Government Funded Programmes that they too have Procedures and Policies in place to meet the requirements of Equality & Diversity.


a)
This Equality & Diversity policy is written to conform with guidance notes provided by the Equality and Human Rights Commission (EHRC) and also to include the main objectives of the Equality Act 2010, (which includes a slightly modernised version of the Equal Pay Act & amended version of the Rehabilitation of Offenders Act).

b)
It has always been the policy of the Training Group to afford fair treatment to all its employees and learners.  However, with the growth of the Government Funded Programmes and the increasing numbers of citizens born of ethnic minority groups, we wish to make a formal declaration of our status as an Equality and Diverse employer.


c)
The aim of our policy is to ensure that no job applicant, employee or learner receives less favourable treatment on the grounds of race, disability, colour, nationality, sexual orientation, religious beliefs, age or ethnic or national origins, sex or marital status, or is disadvantaged by any conditions or requirements which cannot be shown to be justifiable.  Selection for promotion criteria and procedures will be regularly reviewed to ensure that individuals are selected, promoted and treated on the basis of their relevant merits and abilities.  All employees and learners will be given equal opportunity and, where appropriate, special training, to progress within their organisation to their true potential.


d)
To safeguard individual rights under the policy, any employee or learner who believes that the Company has applied inequitable treatment to him or her within the scope of the policy may raise the matter through the appropriate Company grievance procedure and/or harassment procedure.

IMPLEMENTATION OF THE POLICY

The Managing Director, Mr J W Harkness, will have overall responsibility for implementing and monitoring the effectiveness of the Equality & Diversity Policy.  The Operations Director will ensure that the policy is understood, implemented and monitored with special consideration given to areas involved with recruitment, training and promotion.

Evaluation and co-ordination of the policy is the responsibility of Senior Management.  All employees are responsible for playing their part and achieving the objectives of the policy.

In order to implement this policy of Equality & Diversity the Company will:


a)
Draw up action plans containing explicit measurable and achievable objectives and targets, to ensure implementation of Equality & Diversity Strategies.


b)
To provide Equality & Diversity training for staff particularly those involved in recruitment and selection, and Field staff, advising learners and companies on Equality & Diversity.


c)
Maintain systems to monitor applicants for programmes and the composition of learners.


d)
Reviewing existing Recruitment & Selection Procedures to ensure they are free from bias.


e)
Use of necessary support documents, e.g. Job Descriptions in the selection process of NLTG Staff which are job related to ensure fair treatment for all.


f)
Develop mechanisms for resolving grievances as regards discrimination, victimisation and harassment to ensure that unacceptable behaviour is eliminated.


g)
Review the policy on a regular basis.


h)
Inform Employers of their responsibilities for Equality & Diversity and endeavour to ensure they have Policies and Procedures in place.


i)
Ensure learners are aware of their rights and mechanism for complaints/appeals.

All employees and learners must be made aware of the Company’s Equality & Diversity Policy and of their obligations under the Equality Act 2010.  A summary of the seven main definitions of discrimination under the Act are as follows:
1.
DEFINITIONS OF DISCRIMINATION

It is unlawful to discriminate on grounds of sex, marital status, colour, race, age, sexual orientation, religious beliefs, nationality and ethnic origins, either directly or indirectly.


a)
Direct Discrimination



Direct Discrimination occurs when someone is treated less favourably than another person because of a protected characteristic they have or are thought to have (see perceptive discrimination below), or because they associate with someone who has a protected characteristic (see associative discrimination below).

b)
Indirect Discrimination


Indirect discrimination can occur when you have a condition, rule, policy or even a practice in your company that applies to everyone, but particularly disadvantaged people who share a protected characteristic.

c)
Associative discrimination


This is direct discrimination against someone because they associate with another person who possesses a protected characteristic.

d)
Discrimination by perception



This is direct discrimination against an individual because others think they possess a particular protected characteristic.  It applies even if the person does not actually possess that characteristic.


e)
Discrimination by harassment



Discrimination by harassment is ‘unwanted conduct related to a relevant protected characteristic, which has the purpose or effect of violating an individual’s dignity or creating an intimidating, hostile, degrading humiliating or offensive environment for that individual.’


f)
Third party harassment



The Equality Act makes you potentially liable for harassment of your employees by people (third parties) who are not employees of your company, such as customers or clients.  You will only be liable when harassment has occurred on at least two previous occasions, you are aware that it has taken place and have not taken reasonable steps to prevent it from happening again.

g)
Victimisation



Victimisation occurs when an employee is treated badly because they have made or supported a complaint or raised a grievance under the Equality Act; or because they are suspected of doing so.  An employee is not protected from victimisation if they have maliciously made or supported an untrue complaint.
2.
FORMS OF HARASSMENT

Harassment can take many forms, occur on a variety of grounds and may be directed at an individual or group of individuals, i.e. where an individual has been treated in a detrimental way or improper grounds.

Victimisation/Harassment at work can take many forms.  This can include unwelcome physical, verbal or non-verbal conduct, e.g. bullying, sending to Coventry, sexual advances, physical contact, verbal via jokes, gossip, etc., visual display of posters, graffiti, obscene gestures, etc., etc.

Victimisation occurs where an individual/s is treated unfairly for making or being witness to a complaint under the relevant statute discrimination laws.

Typical types of harassment include those on the ground of:



Their race, ethnic origin or skin colour.



Sex or sexual orientation.



Religious or Political convictions.



Willingness to challenge harassment leading to victimisation.



Membership/Non Membership of a Trade Union.



Disability, censoring impairment or learning difficulties.



Status as ex-offenders.



Age.



Religious beliefs.



Real or suspected infection with Aids/HIV.



Health.



Physical Characteristics.

This list is not exhaustive nor exclusive.

NLTG staff and learners should not be subjected to such treatment and mechanism for complaint/policies should be in place.

3.
RESPONSIBILITY OF THE COMPANY


The Company is responsible for an act of discrimination by an employee in the course of his/her employment unless it can be shown that it took such steps as were reasonably practicable to prevent the employee from doing that act.  The Act makes it unlawful to discriminate on grounds of sex, disability, martial status, race, including national & ethnic origins, sexual orientation, marriage or civil partnership, religion or belief, age, pregnancy & maternity & gender reassignment against any person:

a)
in the methods used in recruiting staff or learners


b)
by refusing the opportunity for promotion, training, transfer and any other benefits or services


c)
in the terms and conditions of employment or training place.

4.
TRAINING OF EMPLOYEES


Training is a vital element in ensuring the effective implementation of the Company’s Equality & Diversity Policy.


Training will be given to all employees on an annual basis, with new employees attending specific schedule training sessions.  This training will ensure that these employees understand their legal obligations, the practical application of the Equality & Diversity Policy and the cultural background of minority workers. 
5.
COMPLAINTS


It is the duty of any employee who identifies a problem in the Company’s procedures or practices to immediately bring that problem to the attention of their Team Leader/Manager or if appropriate the Operations Director.


Any employee or learner who feels he/she has a grievance arising from the Equality & Diversity Policy should pursue the matter through the existing ‘Grievance Procedure’, Harassment Policy/Employee Mechanism.

6.
ACTION PLANNING/MONITORING


An annual Business Plan will be drawn up by the Operations Director in conjunction with relevant members of staff and monitored bi-monthly as part of the Management review system/meetings.

7.
DISCLAIMERS


a)
North Lancs Training Group Ltd does not, in implementing a more precise and formal definition of its Equality & Diversity Policy, imply that it has not sought to apply fair standards of training practice in the past.  On the contrary, it believes that it has always done its best to practice the highest training standards.  However, it recognises the fact of rapid social change and development and the impact of new social legislation.  It is for this reason, and this reason alone, that it now wishes to revise and re-state it employment policies.


b)
The formulation of an Equality & Diversity Policy has not been promoted by any allegations of unfairness or inequality being practised by the North Lancs Training Group Ltd.

Signed: ................................................................................      Date: ..............................................



(Managing Director)
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