BOURNVILLE COLLEGE OF FURTHER EDUCATION

(“THE CORPORATION”)
EQUAL OPPORTUNITIES IN EMPLOYMENT POLICY

1
Introduction
1.1 Bournville College aims to be an equal opportunities employer and has established policies for this purpose. This policy covers all aspects of employment and applies to all potential and existing employees.

1.2
The college recognises that within its catchment area there are people with a rich diversity of cultural and other backgrounds and will seek actively to ensure that its employment policy promotes a workforce that reflects this diversity.

The college recognises that its human resource is its most important asset and that it makes sound business sense, through the provision of equality of opportunity, to utilise this asset to the full.

1.3
The college is therefore committed to policies and practices which encourage equality of opportunity in employment and eliminate unfair discrimination, victimisation or harassment.  The college aims to ensure that no job applicant or employee is unlawfully discriminated against, victimised or harassed on the grounds of age, disability, gender reassignment, marriage and civil partnership, race, disability, religion or belief, sex, sexual orientation, trade union activity or any other protected ground.  These grounds for discrimination are referred to in this policy as “the Protected Grounds”.

1.4 The policy sets out the framework for equal opportunities in employment but links in to other college policies, most notably maternity leave, paternity leave, parental leave, job sharing, recruitment and selection, harassment and the Single Equality Scheme.
2 Implementation

2.1 In implementing the policy the college is committed to ensuring that all forms of discrimination on the Protected Grounds, in connection with employment by the college, are avoided and/or eradicated.

2.2 The college is committed to supporting and promoting this policy through training, awareness raising and other appropriate activities.  The effectiveness of the Policy will be audited by regular monitoring and review. 

2.3 Although the responsibility for achieving and providing equality of opportunity rests with the college, all employees have a responsibility to respect and promote equal opportunities. 

2.4 Complaints of unlawful discrimination will be treated seriously and action will be taken against individuals or groups whose behaviour is shown to be in breach of this policy.  This may result in action being taken under the college’s disciplinary procedure.
2.5 The college will actively develop and promote equality of opportunity through the implementation of the attached Code of Practice.

3
Legislative Framework
3.1
On 1 October 2010, most of the previous equality legislation was replaced by the Equality Act 2010.  Other relevant pieces of legislation include:
3.2      Protection from Harassment Act 1997


This Act created a new criminal offence of harassment, including causing alarm or distress, unless the course of conduct is reasonable.   This can relate to harassment on the Protected Grounds.

3.3      Human Rights Act 1998

This incorporates rights under the European Convention of Human Rights into domestic law. UK courts and tribunals are required to interpret domestic law, as far as possible, in accordance with Convention Rights.

4
Definition of Discrimination
4.1
In implementing the policy the college recognises that certain disadvantaged groups may encounter particular difficulties in employment and that discrimination can take place in three main forms.

4.2
Direct Discrimination
This is where, because of a Protected Ground, an applicant or employee is treated less favourably than another is treated or would be treated in comparable circumstances.  This can include, in some circumstances, where an applicant or employee is treated less favourably because they are perceived to have a particular characteristic (which is a Protected Ground) even if they do not in reality have this, or where the applicant or employee is treated less favourably because they are associated with someone with a particular characteristic (which is a Protected Ground).
4.3
Indirect Discrimination
This occurs where a provision, criterion or practice (the “practice”) is applied to all applicants or employees but is such that it would put to a particular disadvantage people who share a particular characteristic (which is a Protected Ground) and is not objectively justifiable and which is to the individual’s detriment.
4.4
Victimisation
This occurs when a person is treated less favourably than others because s/he has alleged unlawful discrimination or supported such action by another, or when the discriminator knows the person intends to do any of those things or suspects the person has done or intends to do any of them.
4.5
Discrimination arising from Disability

This occurs where an applicant or employee is treated unfavourably because of something arising from the applicant’s or employee’s disability and it cannot be shown that the unfavourable treatment is objectively justifiable (ie a proportionate means of achieving a legitimate aim).

4.6
Failure to make Reasonable Adjustments

An obligation to make reasonable adjustments to remove a disadvantage arises where a physical feature or a provision, criterion or practice puts a disabled person to a substantial disadvantage compared with people who are not disabled.
5 Single Equality Scheme
5.1 The Single Equality Scheme was established in July 2009 and replaced the college’s disability and gender equality schemes, the race equality policy and associated action plans.
5.2 The Scheme sets out:

· the college’s vision, values and principles

· equality duties and other legislation

· involvement of people

· impact assessments

· monitoring and evaluation

6
Review and Status
6.1
This policy was approved by the Corporation on 15 December 2010 but is not incorporated into individual contracts of employment, or otherwise binding.

6.2
This policy may be varied by the Corporation from time to time, following consultation with the recognised trade unions.

EQUAL OPPORTUNITIES IN EMPLOYMENT 

CODE OF PRACTICE
Recruitment and Selection
The college’s recruitment process seeks to ensure the widest response to any employment vacancies and attract the quality of candidates for the vacancies in question.  In recruiting to any vacancy, the college will ensure that:

•
job titles are not sex biased and are accurate;

•
all jobs have a job description and a person specification which is available to all potential applicants;

•
except in particular circumstances, such as internal reorganisations or  redundancy situations, ‘internal only’ recruiting should be avoided, as this can have a perpetuating effect in terms of under-represented groups;

•
advertisements are not confined unjustifiably to those areas or publications which would  exclude or disproportionately reduce the numbers of applicants of a particular group;

•
in positively seeking to encourage applicants from minority groups, consideration will be given to advertising in publications which address minority ethnic communities and people with disabilities;

•
stereotyping on Protected Grounds is avoided in advertisements or illustrations;

•
over-inflated or unnecessary job criteria are avoided in person specifications.  For example, qualifications should not exceed the real needs of the post and it should be made clear that a fully comparable qualification obtained overseas is as acceptable as a UK qualification;

•
where practicable, it will consider recruiting to positions on a job share basis, or other means of flexible working;

•
candidates will be asked if there are any arrangements which they would like the college to make in relation to the interview process as a result of any disabilities.  A flexible approach will be taken towards any such requests;

•
literature sent to applicants will include a statement that the college is an equal opportunities employer.  Such a statement will also appear in advertisements;

•
every person specification will include the essential requirement that applicants possess ‘a commitment to equal opportunities and an understanding of the college’s equal opportunities policies’.  Candidates shortlisted will be provided with a copy of this policy and code of practice and be expected to demonstrate this at interview.

Shortlisting and Selection

The college shall maintain the practice of selecting the person most suitable for the job, after taking into account any reasonable adjustments which the college should make to the working arrangements or physical features in respect of any disabled candidates.

•
the college will aim to provide training for all staff who are involved in the shortlisting and/or selection process, covering interviewing techniques, legal aspects and known potential areas of recruiter bias.

•
staff responsible for shortlisting should be clearly informed of the selection criteria and the need for their consistent application.

•
shortlisting and selection interviewing must be undertaken by more than one person and the panel will normally consist of three members.

•
particular care should be taken by the panel in preparing for interviews to ensure:

i)  that the language and questions used are non discriminatory and

ii)  that there is consistency in the questions posed to each candidate.

•
clear records of the interview should be made and retained in accordance with the college’s data protection policy.  Unsuccessful candidates should be given the opportunity to receive feedback on their application/interview.

•
special arrangements will be made where appropriate where a candidate with a disability has been shortlisted for interview.

Promotion

It is in the college’s interests to provide equal opportunities for promotion to all employees.  Where opportunities arise, the college will seek to promote employees with the required qualifications, skills and aptitudes without unfair discrimination on any of the Protected Grounds.  All promotion decisions will be made in accordance with the objective selection criteria, outlined in the person specification.

Terms and Conditions of Employment

The college will take whatever action is necessary, within the consultative and negotiating process, to ensure that terms and conditions of employment are not unlawfully discriminatory and are in accordance with the Equal Opportunities in Employment Policy.

Implementation of terms and conditions of employment and the resultant working arrangements will be applied fairly to all employees.

Policies and Procedures

The college will review, on a regular basis, its personnel policies and procedures to ensure that they are consistent with the Equal Opportunities in Employment Policy. Such policies and procedures will be revised and developed, as necessary.

The college will also review and monitor working practices, for example allocation of work, training and development opportunities.

Staff Development
The college recognises that training is an important factor leading to equal opportunities at work.  Staff development and training will be provided to all staff to increase awareness, knowledge and skills for the implementation of the college’s equal opportunities policies.

As a means of encouraging a favourable working environment, equal opportunities will be part of the induction for all new staff.

Where training needs are identified that are appropriate to business needs, development opportunities will be sought.  No employee will receive less favourable treatment with regard to training on any of the Protected Grounds.

The college will review its criteria and processes for training and development opportunities (eg appraisal scheme) to ensure that they do not directly or indirectly discriminate on any of the Protected Grounds.

Disability Developed while in Employment
The college is a ‘Positive About Disabled People’ award holder and has given an undertaking to ensure that staff who are (or become) disabled are supported. Should an employee develop a disability while in the college’s employment, the college is committed to making reasonable adjustments to allow that person to continue in his/her current job.  Should this not be possible, the college will explore all options including alternative employment for the employee.  These options are covered in the college’s Sickness Absence Policy.

Victimisation and Harassment
The college will treat seriously all complaints of discrimination, harassment or victimisation.  These will be dealt with under the college’s internal procedures.  Further details can be found in the college’s Policy on Dealing with Harassment.

Monitoring of Equality of Opportunity
The success of any policy depends on the degree of commitment of all employees.  In order to measure the effectiveness of its Equal Opportunities in Employment Policy, the college will ensure that relevant data is collected and analysed.

The Employment Policy and Finance Committee of the Corporation will receive regular reports on the staffing profile of the college to provide an overview of employment and equal opportunities issues.  The areas to be monitored are set out in the Single Equality Scheme. The Committee will make recommendations, as appropriate, concerning equal opportunities policy and practice.  The Senior Management Team (“SMT”) of the college and the Equal Opportunities Committee will also receive these reports.  
SMT will instigate any necessary action to address issues arising from the analysis of such information.  

Status

This code of practice was approved by the Corporation on 15 December 2010 but is not incorporated into individual contracts of employment, or otherwise binding.

The code may be varied by the Corporation from time to time, following consultation with the recognised trade unions.
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