3 MACC Equal Opportunities Policy and Procedures

Equal Opportunities

Statement of policy

MACC aims to provide equality of opportunity in employment and access to service provision.  The purpose of this policy is to set out clearly the action MACC intends to undertake in order to combat discrimination. It applies to the following:

1 Recruitment and selection

2 Employment terms and conditions of service

3 Training and career development

4 Monitoring and appraisal

5 Management of the organisation 

6 Service delivery

MACC recognises that discrimination can be direct or indirect and can take the form of harassment or victimisation. MACC actively opposes all forms of discrimination on the grounds of:

	o1 Age o2 Disability o3 Gender o4 Sexuality o5 Race
	o6 Nationality o7 Ethnic origin o8 Marital status o9 Caring responsibilities  
	o10 HIV status o11 Politics o12 Class o13 Religion


MACC recognizes that it is often the case that the discrimination, direct or indirect, experienced by individuals and communities is often around more than one single issue.

MACC also recognises that not all forms of discrimination are yet recognised in law. MACC will treat less favourable treatment on any of these grounds as a disciplinary offence. It does not matter that you may believe you are acting in the interests of the individual or the employee if your less favourable treatment is on one of these grounds. This is because if you don’t treat a person who does not possess a characteristic in the same way, then direct discrimination occurs.

It is a condition of employment that members of staff (including any volunteers) shall adhere to the equal opportunities policy. It is a condition of membership of the Executive Committee that members should adhere to the policy. A copy of the policy will be provided to all members of staff and Executive Committee on induction or as soon as practicable following amendment to the policy. At all times an up-to-date copy will be available in the MACC Office Manual.

The Chair of the Executive Committee is responsible for the effective operation of MACC’s equal opportunities policy.

Forms of Discrimination

Direct discrimination occurs when an individual is treated less favourably than another person on the grounds of their disability, marital status, sex or race. 

Indirect Discrimination occurs when a requirement or condition is applied to an employee that the employee finds he or she is not able to meet because of marital status, sex or race and which cannot be shown to be objectively justified. This means that if the requirement or condition has a disproportionate effect on the particular group it will be indirect discrimination; that is a considerably smaller proportion of one group can comply when compared with other groups. Whilst this concept may appear technical it is of important since MACC may incur liability if, in the scope of the duties entrusted to you, apply requirements or conditions that are discriminatory against a particular group.

Racial Discrimination

The 1976 Race Relations Act makes discrimination on grounds of race, colour or nationality and ethnic or national origin unlawful. A person discriminates against another if

a) on racial grounds he/she treats that other less favourably than he/she treats or would treat other persons; or

b) he/she applies a  requirement or conditions which he/she applies or would apply equally to persons not of the same racial group as that other but - 

c) which is such that the proportion of persons of the same racial group as that other who can comply with it is considerably smaller than the proportion of persons not of that racial group who can comply with it; and

d) which he/she cannot show to be justifiable of the colour, race, nationality, or ethnic or national origins of the person to whom it is applied; and

e) which is to the detriment of that other because he/she cannot comply with it.

For the purposes of this Act, segregating a person from other persons on racial grounds is unlawful. (a) above is known as Direct Discrimination and 1(b), (c), (d) or (e) are known as Indirect Discrimination.

Sexual Discrimination

The 1975 Sex Discrimination Act makes discrimination on grounds of sex unlawful. A person discriminates against women if

(a) on the grounds of gender, if she is treated less favourably than a man, or

(b) a requirement or condition is applied which, although it applies equally to a man, is such that the proportion of women who can comply with it are considerably smaller than the proportion of men who can comply with it, and cannot be shown to be justifiable irrespective of the sex of the person to whom it is applied, and is to a woman’s detriment because she cannot comply with it.

This is to be read as applying equally to the treatment of men.

Marital Status Discrimination

Section 3 of the 1975 Sex Discrimination Act makes discrimination on the basis of marital status unlawful.

Reasonable Adjustments

Disability discrimination does not have a concept of indirect discrimination because it has a concept that goes further and requires MACC to make a reasonable adjustment to seek to take away the disadvantage as a disabled person may have in the workplace because of the disability. This means that MACC will consider alternative means by which a disabled person may be able to carry out the job or alternatively whether other steps may be possible.

Harassment and Victimisation

Many people are victimised and harassed both in work and out of work.  This is a result of their creed, sex, race, religion, nationality or disability. Personal harassment takes many forms but whatever form it takes, this type of harassment is always serious and is totally unacceptable.

Victimisation occurs where an individual is treated less favourably by fellow workers for asserting the above rights or where an incident would not have occurred if such rights had not been asserted.

MACC is sympathetic to the rights and needs of all our staff and seek to protect against any form of personal harassment or victimisation in the workplace.

Employment

The objectives of this Equal Opportunities employment policy are to:

1 Ensure that MACC has access to the widest labour market and secures the best employees for its needs

2 Ensure that no applicant or employee receives less favourable treatment, and that, wherever possible, they are given the help they need to attain their full potential to the benefit of the organisation and themselves.

3 Achieve an ability-based workforce, which is in line with the working population mix in the relevant labour market areas.

The organisation’s aim is that the diversity of our workforce should reflect that of the community.

Underrepresented groups will be encouraged to apply for employment opportunities with MACC. Timetabled targets will be set for groups in the community that are identified as being underrepresented in the workforce. 

Where necessary, special steps, as permitted by the relevant Acts of Parliament, will be taken to help disadvantaged and/or underrepresented groups to compete for jobs on a genuine basis of equality. Wherever possible, efforts will be made to identify and remove unnecessary or unjustifiable barriers and provide appropriate facilities and conditions of service to meet the special needs of disadvantaged and/or underrepresented groups. This may include special training for such groups to prepare them to compete on genuinely equal terms for jobs and promotion. However, actual recruitment to all jobs will be strictly on merit.

Wherever necessary, use will be made of lawful exemptions to recruit suitably qualified people to cater for the special needs of particular groups. In implementing the policy MACC accepts its responsibilities under the anti- discrimination and equality legislation together with any code of practice currently in force including: 

1 Equal Pay Act 1970

2 Sex Discrimination Act 1975

3 Race Relations Act 1976

4 Disability Discrimination Act 1995

5 Sex discrimination (gender reassignment regulations) 1999

6 Race Relations (Amendment Act) 2000

7 Employment Act 2000

8 Religion or Belief Regulations 2003

9 Sexual Orientation Regulations 2003 

10 And the Age Discrimination Regulations to be introduced in 2006


The policy applies to all workers (paid or unpaid) members of the Executive Committee and applicants for posts.  
 

MACC has a recruitment and selection procedure which puts into practice our commitment to Equal Opportunities in employment. The procedure can be found elsewhere in this Manual.

Monitoring Diversity

To ensure that the policy is operating effectively (and for no other purpose) MACC maintains records of employees' and applicants' racial origins, gender and disability.

Ongoing monitoring and regular analysis of such records provide the basis for appropriate action to eliminate unlawful direct and indirect discrimination and promote equality of opportunity. Such an exercise will be carried out annually by the Executive Committee regularly, and appropriate follow-up action taken.

Where necessary, employees will be able to check/correct their own record of these details. Otherwise, access to this information will be strictly restricted.

Service Provision

MACC will regularly examine the delivery of services to groups and networks, with the aim of making its services as fully accessible as possible. MACC is committed to working in partnership with other voluntary and community groups in order to improve the implementation of this policy.

The organisation’s complaints procedure is available to any group or individual who feels that they have not been dealt with in a fair and non- discriminatory manner. 

MACC will aim to keep up to date information about equal opportunities including legislation good practice models and relevant support organisations.  This information will be made available to workers and Executive Committee members, service users and partner agencies who request it.

MACC will aim to make its information available in other formats such as audio or in large print where appropriate.

Challenging Discrimination

If you are, or have been made the victim of any form of personal harassment, victimisation or discriminatory behaviour, you should make it clear to the perpetrator you that you consider their behaviour to be inappropriate and unwelcome. You must informally ask them to refrain from such behaviour and inform them that you consider your treatment to be harassment / victimisation / discrimination.

Where the perpetrator has taken no notice of an informal discussion you must bring the behavior to the attention of the Director or member of the Executive Committee. You must follow the normal Grievance Procedure. The usual policy of carrying out investigations and holding hearings will be undertaken by MACC. In the event that there is a finding of harassment, victimisation or discrimination, the perpetrator will be the subject of disciplinary investigations.
Where a member of the Executive Committee feels that they have been harassed, victimised or discriminated against, their complaint shall be dealt with by the Chair of the Executive Committee or where that is not appropriate by a member of the Personnel and Finance Subgroup of the Committee.
Disciplinary

Any behavior, which breaches this policy shall be regarded as a disciplinary matter and may result in dismissal. Any behavior, which constitutes a serious act of harassment, will be considered to be an act of gross misconduct and is likely to result in dismissal.  

For members of the Executive Committee, any behaviour which breaches the policy shall be regarded as akin to a disciplinary matter and may result in termination of the membership of the Committee.  Any behaviour, which constitutes a serious act of harassment will be considered to be akin to an act of gross misconduct and is likely to result in termination of the membership of the Committee.

