EQUAL OPPORTUNITIES POLICY
Membership, employment and service provision

1.
 Employment
The SRC recognises that Scotland is a multi-racial society.  It is also a society in which women account for nearly half of the working population and increasingly it is being acknowledged that people with disabilities can make a full contribution to working life.  Yet people from these groups and many others frequently suffer discrimination in employment.  The SRC therefore does not discriminate against any group of persons on the grounds of age, disability, ethnic or national origin, family circumstances, marital status, political or sexual orientation, race, religion or gender.  The omission of other groups should not be interpreted as condoning discrimination against them.

The SRC recognises that discrimination can be direct or indirect and can take place at a personal or at an institutional level and can manifest as:
· direct discrimination: treating a person less favourably on grounds of race, sex, disability, age, sexual orientation
· indirect discrimination: applying any requirement or condition which, though applied equally to everybody, is such that a considerably smaller proportion of people of one group can comply with it than the proportion of other people, unless the requirement or condition can be shown to be justifiable irrespective of race, sex, disability, age or sexual orientation.
Statement of policy
1.1 The SRC is opposed to discrimination in any form and at all levels and is committed to take all steps within its power as an employer to counteract it.
1.2 The SRC will seek to ensure that no one receives less favourable treatment or is disadvantaged by conditions or requirements that cannot be shown to be justifiable.
1.3 The SRC will seek to ensure that all individuals will be treated fairly and equally and any decisions on recruitment and selection will be based on the essential job criteria.
1.4 The SRC will respect community diversity and will seek to ensure that all vacancies are accessible to all sectors of the community.
1.5 The SRC will provide equal opportunities training for all members of staff and committee members and will encourage active participation.
1.6 The SRC will comply with existing relevant anti-discrimination legislation and codes of practice in employment.
1.7 The SRC will ensure that this policy will be a condition of service and all members of staff and committee members will abide by it.
1.8 The SRC's policies and procedures will be monitored regularly to ensure they comply with this policy.
Legal and statutory obligations
2.   
This policy is a condition of service in accordance with the relevant legislation 
concerning discrimination.
· Disability Discrimination Act 1995
· Employment Rights Act 1996
· The Equal Pay Act 1970 as amended by Equal Pay (Amendment) Regulations 1983
· The Housing (Scotland) Acts 1987, 1988 and 2001
· The Local Government Act 1988
· National Health Services & Community Care Act 1990
· The Race Relations Act 1976 as amended by the Race Relations (Amendment) Act 2000
· The Rehabilitation of Offenders Act 1974
· The Sex Discrimination Act 1975 (as amended)
3.
Responsibility & accountability as an employer
The Permanent Secretary will have daily responsibility for the implementation of the policy.  The President will have overall responsibility for the successful implementation of the policy.  In addition, the SRC will abide by the terms and conditions of this policy to ensure no discrimination occurs in the services it provides.

3.1
Employment
The SRC recognises some employment practices may create barriers which prevent individuals obtaining employment, therefore restricting these individuals from full and equal participation in economic, cultural, social and political spheres of life.  The SRC will therefore adopt positive action measures that will help redress any imbalance.

Such measures will consist of:
· Good conditions of employment such as flexible working hours, and appropriate leave for religious holidays.
· Positive statements in advertisements, e.g. disabled people are under-represented within the SRC.  All disabled applicants who meet the essential criteria are encouraged to apply.
· Access to training.
· Access to premises.
· Access to information in suitable format.
· The Disability Discrimination Act 1995 makes it unlawful for an employer (from 1 October 2004, regardless of the number of employees: The Disability Discrimination Act 1995 (Amendment) Regulations 2003) to discriminate against a disabled job applicant or worker in the selection for jobs, terms and conditions of employment, promotion or transfer, training, employment benefits and dismissal or any other detrimental treatment.
3.2
Terms and Conditions of Service
All staff in similar jobs shall be employed under the same terms and conditions of employment.
3.3
Resources
The SRC will, wherever possible, provide all employees with the necessary aids and adaptations to enable everyone to carry out duties on equal terms.  Where the SRC cannot honour this commitment financially, it will liaise with appropriate agencies with a view to obtaining the necessary resources.  In addition, provision will be made for the additional resources that will be required to ensure effective implementation of this policy.
3.4
Communication

Good communication is an important part of equal opportunities.  For communication to be effective, the SRC will provide, where appropriate, materials in suitable format, e.g. computer disc, tapes, Braille, translated materials in community languages, interpreters and translators.  To encourage meaningful communication and participation, the SRC will look at creating different structures for meetings and will be sensitive to:
· Religious and cultural requirements, e.g. women only meetings, early meetings.
· The needs of those with young children, e.g. provision of transport, crèche, child friendly rooms, appropriate opening and closing hours.
· The needs of people with disabilities, e.g. provision of transport, access for disabled people.
· Language differences, e.g. appropriate communication format, assistance with forms and questionnaires, use of interpreters and translators.
3.5
Publicity
The SRC will seek to ensure that:
· Its publications will not perpetuate discrimination.
· Language used will be non-discriminatory and concise.
· All relevant materials will be accessible to its target population.
3.6
Staff development
The SRC is aware that staff development takes into account numerous factors such as education and training.  This section will concentrate on training. The SRC will provide training for staff at all levels as it is an important factor leading to opportunities and career development and in return work will be carried out more efficiently and benefit the SRC.

Training will reflect a structured and constructive approach and will be carried out in order to promote good practice.  Furthermore, training sessions will place no unjustified conditions upon individuals that may prevent them from playing a full part.  Where attendance at training events might cause problems as a result of difference in sex, religion, diet, venue or child care arrangements, different provisions will be considered and provided.

3.7
Equal Opportunities training
All members of staff and Council members will undertake equal opportunities training.  The training will concentrate on identifying discrimination and taking action that counters its effects.
3.8
Support
All members of staff, but particularly those from disabled groups, black/minority-ethnic groups, may need access to support structures within or outwith the SRC.  Time and resources, as appropriate, will be made available to attend such support groups.  In addition, supervision sessions with line managers will be used to provide positive support on personal and career development.
The SRC will provide appropriate contact people with whom employees can discuss suspected harassment or discrimination.  The SRC will seek to ensure that the needs of all groups are recognised and dealt with reasonably and sympathetically.
3.9
Harassment
Harassment is considered to be unwanted behaviour, e.g. jokes, language, abuse (physical and verbal), graffiti, exclusion, withdrawal, discomfort, offence, hostility or an intimidating working environment, which may hinder the employee in his/her work performance and affect his/her dignity.

Individuals or groups can perpetrate harassment.  The SRC can also perpetrate it when, knowingly, it fails to take action to stop the harassment.  When the SRC is aware that harassment is taking place, the SRC will carry out a formal investigation to establish the facts and take all appropriate action.
Sexual and racial harassment can constitute unlawful discrimination.  The Equal Opportunities Commission and Commission for Racial Equality recommend that harassment be regarded as a disciplinary offence, which can lead to dismissal.
Harassment often occurs as a part of racial or sexual discrimination, but not exclusively.  It can also be directed against, e.g. lesbians and gay men, people with HIV and disabled people. Harassment will be dealt with sensitively, speedily and firmly and may require to be resolved through a disciplinary procedure.

3.10
Disciplinary procedures
Breach of Equal Opportunities Policy will be considered a serious disciplinary offence.  The SRC will seek to ensure the well being of all members of staff.  For this reason, it is important that disciplinary procedures exist to ensure that disciplinary rules are clear and that employees are given clear and consistent opportunities to overcome any problems.  Disciplinary procedures are designed to support standards of conduct and capability at work and should act as effective safeguards for all employees.  Disciplinary action should only be used once the matter is fully investigated and when all other means of resolving the issue have failed.

3.11
Grievance procedure
All members of staff have the right to take action under a grievance procedure.  Where any grievance or cause for complaint arises, employees will have an opportunity to raise such matters through a structure process that is clear and fair.  The SRC will seek to ensure that such problems are dealt with quickly and efficiently. Where possible, the employee will be given the necessary support and guidance for the proper resolution of the grievance.
3.12
Monitoring, reviewing and record keeping

The SRC will seek to set targets (for measuring performance) and introduce a monitoring system, which will collect relevant data on everyone who approaches the SRC for employment or services.  The data will be assessed on a regular basis to monitor progress.

The SRC acknowledges that monitoring, reviewing and record keeping will be an on-going process requiring continual examination and review of existing procedures and criteria as the society in which we live evolves.

3.13
Initiatives
The SRC will undertake to review its policies and practices to take into account changes as the society in which we live evolves.

3.14
Confidentiality
Confidential information will be respected and maintained as such.

3.15
Responsibilities of employees and Council members
The success of any policy depends on the degree of commitment of all employees and Council members; consequently it is the responsibility of all employees and Council members to ensure this policy is applied in practice.  All staff and Council members will be expected to challenge discriminatory behaviour and draw the attention of management to any instances of discrimination.

4.
Access to services
The SRC will take positive action measures to ensure that all members of the community are aware of the services it provides. The SRC will seek to ensure within its means that a wide range and diversity of people benefit from its services.  The SRC will have maximum openness about the nature of its work

The SRC will avoid being seen as inaccessible and take any necessary action as reasonably practical to meet individual requirements.   The SRC will ensure that no communication barriers are put in place or maintained.

5.     Conclusion

The SRC is striving to ensure that equal opportunities permeate all areas of its activity.  The SRC recognises that passive policies will not, in themselves, provide equal outcomes.  The SRC will endeavour to meet the needs of all its existing and potential stakeholders.   The SRC will do all in its power to ensure that the principles of equal opportunities apply in all of its policies and employment practices.  The SRC also recognises its broader responsibility to promote equal opportunities in every aspect of its work and will therefore seek to promote equal opportunities and challenge discriminatory practice at every opportunity.

