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[PCC OF XXXX] DIGNITY AT WORK
EQUALITY AND DIVERSITY POLICY

	Who approves the policy?
	

	Who is responsible for updating the policy?
	

	Classification
	Employment

	Original Issue Date
	XX/XX/20XX

	Last Revision date
	

	Revised By 
	

	Next Revision Date
	

	Related Documents
	

	Where to find a copy of the policy
	· 

	Scope

	This Policy applies to all [PCC OF XXXX] and [PCC OF XXXX] Ltd employees plus those individuals identified in paragraph 2.  [PCC OF XXXX] reserves the right to amend this policy at its discretion at any time.  It does not form part of any employees' contract of employment with [PCC OF XXXX].
Where [PCC OF XXXX] is referred to in this policy, it is used as an umbrella term for both [PCC OF XXXX] and [PCC OF XXXX] Ltd.

	Extensions

	Individuals identified in Paragraph 2.

	Exclusions

	None



Please note that some of the information in this handbook may not be directly relevant to your Parish. It should therefore be used as a guide, and you may need to make significant adjustments to ensure it aligns with the practices and requirements of your PCC/Parish. If you have any questions about the content, please contact the People Services team, who will be able to provide appropriate support.

Equality & Diversity Policy



Contents								                   	    Page

1.	Policy Statement						              		3
2.	Who is Covered by the Policy?				               		3
3.	Equal Opportunities - Responsibilities			                   		4
4.	Equal Opportunities – Practices and Procedures		                		4
5.	People with Disabilities or HIV				                		5
6.	Forms of Discrimination					              		5
7.	Definition of Harassment						                 	5
8.	Raising a Grievance						                    		6


1. Policy Statement 
[PCC OF XXXX] aims to foster a workplace where all individuals are respected, empowered to perform at their best and treated fairly. We are committed to promoting a work environment free from discrimination, where decisions are made solely based on merit. Our policies comply with the Equality Act 2010. 

We are dedicated to ensuring that all employees, volunteers and job applicants receive fair and equal treatment, irrespective of their individual characteristics. We seek to ensure that recruitment, promotions and treatment of individuals are based on relevant skills, experience and abilities, free from unjustifiable biases.

However, certain roles may be subject to a genuine occupational requirement under the Equality Act 2010. For example, positions requiring the role holder to promote the Christian faith may be considered a legitimate occupational requirement and we reserve the right to specify this in the recruitment and role descriptions.

[PCC OF XXXX] takes all incidents of discrimination, harassment, or bullying seriously. Any such conduct will be treated as serious misconduct and appropriate action will be taken, including the right to terminate employment in severe cases consistent with employment law. While the responsibility for implementing and monitoring this policy lies with [PCC OF XXXX], all employees must cooperate in its adoption and implementation.

If there is a conflict between this policy and the law, the law shall prevail. Employees who are uncertain about their rights are encouraged to discuss concerns with their manager. Any amendments to this policy, following changes in the law, will be communicated to employees by their manager.

No employee will suffer detriment for raising a complaint of discrimination, harassment, or bullying, in accordance with this policy or the Anti-Harassment and Bullying Policy.

This policy is not part of the contract of employment and may be amended at any time, with reasonable notice provided where changes affect current employees. 

2. Who is Covered by the Policy
This policy applies to:
· [bookmark: _Hlk221181473]All employees of the [PCC OF XXXX], including full-time, part-time and fixed-term contracts.
· Consultants, contractors, trainees and authorised volunteers during periods when they are undertaking activities or duties on behalf of [PCC OF XXXX].
· Employees of [PCC OF XXXX] Ltd when engaged in activities under [PCC OF XXXX]’s remit.

It also applies to casual and agency staff who regularly undertake activities or represent [PCC OF XXXX] in an official capacity. Such individuals will be made aware of this policy by their supervisor.
This policy extends to potential and future employees of [PCC OF XXXX] and applies to all employees of [PCC OF XXXX] Ltd. Members of [PCC OF XXXX]’s Councils and committees will also be informed of this policy. Compliance with this policy is mandatory; failure to adhere may impact contractual relationships with contractors or consultants.

3. Equal Opportunities - Responsibilities
Managers are responsible for ensuring that recruitment, selection, training, development and promotion procedures do not result in discrimination against any individual based on a protected characteristic, as defined by the Equality Act 2010, or their status as a part-time or fixed-term worker.

The protected characteristics are: race, colour, nationality, ethnic or national origin, religion or belief, disability, trade union membership or non-membership, sex, sexual orientation, pregnancy and maternity, gender reassignment, marriage/civil partnership and age.

Managers must:
· Avoid discrimination in employment practices.
· Ensure that employees are aware of disciplinary consequences for discriminatory behaviour.
· Encourage staff to engage with equal opportunities training and promote a discrimination-free workplace.
· Maintain accurate records of recruitment and training decisions to demonstrate compliance if required legally.

Employees must:
· Avoid discrimination in all aspects of their work.
· Report any discriminatory actions to their manager.
· Engage with equal opportunities training.
· Cooperate with investigations into alleged breaches of this policy.

4. Equal Opportunities – Practices and Procedures
The success of our Equal Opportunities policy depends on the contribution of every individual. We expect everyone to:
· Treat all applicants and employees equally, regardless of their protected characteristics.
· Ensure no discrimination occurs in recruitment, selection, or training processes.
· Monitor recruitment data and report annually at the Board meeting each May.

When working with contractors, consultants, or agencies, we will ensure that equal opportunities are upheld in line with this policy. Similarly, the policy will be reflected in the election, co-option, or nomination of members to sub-committees or working parties.

Employees who knowingly breach this policy will be subject to disciplinary procedures and serious cases of discrimination may lead to dismissal. 

The effectiveness of this policy will be reviewed periodically. Where necessary, changes will be made and we will ensure that resources are allocated to implement any recommendations.

5. People with Disabilities & HIV 
In line with the Equality Act 2010, we define disability as any physical or mental impairment that has a substantial and long-term adverse effect on an individual's ability to carry out normal day-to-day activities. This includes individuals who are HIV positive, whether or not symptoms are present and those who have recovered from a disability.

We are committed to providing equality of opportunity and making reasonable adjustments to accommodate employees with disabilities or HIV. This includes modifying the working environment, such as installing ramps, widening doorways, or improving lighting and signage where necessary.

We will also raise awareness of disability issues throughout the organisation.

6. Forms of Discrimination
The following forms of discrimination are strictly prohibited by [PCC OF XXXX]:

	Direct Discrimination:
	Treating someone less favourably because of a protected characteristic.


	Indirect Discrimination:
	Applying a condition that adversely affects one group more than others without justification.


	Victimisation
	Subjecting someone to detriment because they have made or supported a complaint of discrimination or harassment.




7. Definition of Harassment
Harassment is defined as unwanted behaviour that violates an individual’s dignity or creates an intimidating, hostile, humiliating, offensive, or degrading environment. Harassment can take the form of:
· Physical: Contact, assault, intimidation, or aggressive behaviour.
· Verbal: Unwelcome remarks, suggestions, propositions, malicious gossip, or jokes based on discriminatory grounds.
· Non-verbal: Offensive literature, graffiti, computer imagery, isolation, or exclusion from social activities.

All employees have a duty to report any act of discrimination or harassment.


8. Raising a Grievance
Employees who believe they are victims of discrimination or harassment should report the matter immediately to their manager, the Chair of the PCC, or a member of the XXXX team. If the issue remains unresolved, a formal grievance should be raised under the Grievance Procedure.

For more information regarding the Equality Act 2010, please contact he XXXXX

Further guidance on handling harassment and bullying is available in the Anti-Harassment and Bullying Policy on XXXX.
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