EQUALITY AND DIVERSITY STATEMENT AND POLICY FOR

LOWESTOFT SHOPMOBILITY
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eliminate discrimination and promote equality and diversity among our workforces.
We recognise that everyone has a contribution to make to our society and a right to
equal treatment. We encourage all service users, staff members, volunieers, and
trustees to contribute to an environment in which people feel comfortable to express
how they feel and what they need, knowing that they will be treated fairly and with
respect.

To that end the purpose of this statement and policy is to provide equality and
faimess for job applicants, staff members, volunteers, trustees, and service users
and not to discriminate because of:

e age
= physical or mental disability or menta! ill health

e gender reassignment

e marriage and civil partnership

e pregnancy and maternity

e race, ethnic origin, colour, nationality, nationai origin
e religion or belief

e sex

e sexual orientation

e caring responsibilities

s employment status

e unrelated criminal convictions

e class

e political persuasion

We oppose all forms of unlawful and unfair discrimination, Failure to follow the
procedures in the policy may tead to disciplinary or other appropriate action.

Signed: (Chair of Management Committee)
Date: Oe-12-202=
Review Date: Decembeyrzo24
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Introduction

Lowestoft Shopmobility strives for high standards both as an employer and as
a provider of services. We consider it essential to promote equality and
diversity and wholeheartedly embrace a policy of equality of opportunity in all
areas of our work and responsibilities. This policy provides guidance and
encouragement to all those who work with or for Lowestoft Shopmobility to
comply with anti-discrimination legislation and to address anti-discrimination
issties involving areas that currently fall outside legislation. Failure to comply
with this policy may lead to disciplinary or other appropriate action.

Definitions

Disability' A disabled person is someone who has a physical or mental
impairment which has a subsiantial and long-term adverse effect on his or her
ability to carry out normal day-to-day activities.

Diversity: Diversity is aboul tecogiising, vawing and aking account of
different backgrounds, knowledge, skills, and experiences, and encouraging

and using those differences to create a productive and effective workforce and

.
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Ethnicity: A strict definition of an ethnic group is that regarded as a distinct
community because of a cuttural raditicn o 2 shared Risony which
distinguishes it from other groups e.g. Sikhs. A broader definition is now
commonly used for groups defined by colour, race or national origin.
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Gender reassignment: Gender reassignment is a personal, social, an
sometimes medical, process by which a person's gender presentation is
changed. People who decide to live in the gender opposite 1o that assigned at
birth, but 0o not underge any medical procedures are protected from
discrimination under the Equality Act 2010.
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the opposite sex or both sexes. Assumptions and perceptions of a person's
sexual orientation are also covered by the law.
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refigion or belief; sex; and sexual orientation.

Discrimination: There are seven types of discrimination covered by the

i
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irect Discrimination: This occurs when someone is dealt with less

fevours? cause of g profected characteristic’.

o Associative discrimination: This occurs when someone is directly
discriminated against because they are associated with ancther person
with a ‘protected characteristic' .g. a carer of 2 disabled person or
elderly relative, or someone who has a partner from another country.

e Discrimination by Perception: This occurs when someone is directly
discriminated against because others think they have a 'protected
characteristic' (even if they don't).

¢ Indirect Discrimination: This occurs when there is a practice or policy
that applies to everyone but disadvantages a person with a 'protected
characteristic’ e.g. a dental surgery has a policy of reminding people
about appointments by phone. This would indirectly discriminate against
someone who is deaf because they would not receive 2 reminder.

o Harassment: This is defined as behaviour which is deemed to be
offensive by the recipient. It may be unwelcome comments, looks,
actions, suggestions or physical contact which the recioient considers
objectionabie or offensive. Harassment can be sexual, racist, ageist,
directed against people with disabilities or any other "protected
characteristic’.

o Harassment by a Third Party: employers are potentially liable for the
harassment of staif or service users by people they don't directly empioy
such as a contractor.

e Victimisation: This occurs when someone is discriminated against

because they made or are believed to have made or supported a

complaint under Equality Act legislation.

3. Aims and Objectives

The aims and objectives of the Equality and Diversity Policy are:

e Toencourage, promote and celebrate diversity in all our activities and
services.

e To ensure equal access to jobs and volunteer opportunities.
e To ensure compliance with legislation on discrimination and equality
(Disabled Persons Employment Acts 1944 and 1958; Sex Discrimination

Act 1975; Race Relations Act 1976; Disability Discrimination Act 1995;
Equality Act 2010).
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» To promote equal opportunities in other areas not currently covered by
legislation.

}
s To create a working environment free from harassment and
discrimination.

¢ To confront and challenge discrimination wherever and whenever it
arises whether it is between staff members, volunteers, trustees, service
users or in any other area relating to the work of Lowestoft Shopmobility.

< To ensure that employment and advancement within Lowestoft
Shopmobility is determined by objective criteria and personal merit.

¢ To make all staff and members of this organisation aware of this poiicy
and to make a willingness to accept and implement this policy, a
necessary qualification for any position at Lowestoft Shopmobility.

SECTION © - IMPLEMENTING THE POLICY

4. Responsipilities

The ultimate responsibility for implementing and developing the policy rests
with the Management Committee. The overall co-ordinating responsibility for
equal opportunities and management of diversity is delegated to The Co-
ordinator.

it is, however, the responsibility of all individuals who work with or for
Lowestoft Shopmobility to accept the policy and to ensure a personal
involvement in its application. In particular individuals should not harass,
ahuse orintiridete any other siaff member, volunteer, rusiee or service user
on the grounds of age, physical or mental d.sab. ity or mental ill health,
gender reassignment, marriage and civil partnership, pregnancy and
mgternity, caning responsiblites, race, sthaie origin, colour, nationality,
national origin, religion or belief, sex, sexual orientation, employment status,
unrelated criminal convictions, class or political persuasion.

Any employee who believes that he or she has been treated unifairly and
conirary to the intentions of this policy should first raise their concems
through the grievance procedure.
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be treated as a disciplinary matter. Any job applicant who believes that he or
she has been treated unfairly and contrary to the intention of this policy
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Lowestoft Shopmobility is an organisation which provides mobility
equipment; it therefore actively encourages those who have first-hand
experience of fiving with a disability. However, employment and
advancement is determined by oojective criteria and personal meriL
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through advertisements, job de scr%puaﬂs and interviews. Jeb vacancies
shall be advertised internally and externally so as to reach the widest

of suiiably expenenced and qualified f@gﬂﬂm?toq

Recruitment literature shaill not imply that there is a preference for one
group of applicants, unless there is a genuine occupational qualification
that limits a post to a particutar group, in which case this shall be clearly
stated.
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organisation is commltted to Equai Opportunities and Diversity. Person
specifications may include 'essential' and 'desirable’ vntcrsa that are

necessary and ushfiable. Care shall be sken I ansdre that these are ng

discriminatory.

Volunteers shall be encouraged to discuss their training and professional
development needs with the Co-ordnator and/or a specified memper of
the Management Committee through a process of regular support and
apprasal.

Discriminatory job titfes shouid be avoided.

8. Interviews and Selection

Interviewing and selection processes shatli be in line with the intentions of
this policy. An interview panel will be determined for each vacancy as and
when necessary. The composition and size of the panet shall vary
according to the specialist functions of the vacancy, but care shall be
taken to reflect the gender, disability and ethnic composition of the
organisation.

The shortlisting panel shall not select candidates on the basis of gender,
name, age or possible disabiity of the candidate. The information
available to the shortlisting panel should concern the applicant’s suitability
for the job based on their match against the 'essential’ and 'desirable’
criteria’ given in the Job Description. Reasons for rejecting candidates for
the shortlist must be recorded. The interview panel must take extreme
care not to ask discriminatory questions that are unrelated to the
requirements of the job, e.g. personal circumstances or any of the
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‘protected characteristics'. Reasons for rejecting candidates at interview
must be recorded.

7. Training

In line with the intentions of this policy, Lowestoft Shopmobility will not
discriminate in the provision of training courses or professional development
opportunities. Appropriate training will be provided to enable staff, volunteers
and trustees to perform their jobs effectively. Such training will consider the
needs of individuals. Briefing on this policy wilf form part of the Induction
Procedure for staff, volunteers and trustees.

Enforcement

o

Lowestoft Shopmobility recognises the need for a continuing commitment to
genuine equal opportunities and diversity within the organisation. The
effectiveness of the policy’s aims and objectives can only be judged by how

the policy operates in practice.
Grievances

Any staff member or volunteer who feels that they have been a victim of
unlawful discrimination or unfairly treated in a way which is contrary to the
intention of this policy should raise the issue through the Grievance
Procedure.

Any service user who feels that they have been uniairly treated i1 a way
contrary to the intention of this policy should make a complaint o the
Co-ordinator who must report any such complaint to the Management
RS S SPATERR ¥ £ 5 S IUIS S U TN S g a A IV e e e A ALK ,‘,l.“l | A —,
SATRHNLET. R TOMPIEO 8 800U Ine OUo-ramaiot this shouid be made

directly to the Chair of the Management Committee.

Any job applicant who feels that they have been unfairly treated in a way
which is contrary to the intention of this policy shouid raise the issue with the
Chair of the Management Committee.

Al incidents of direct discrimination are disciplinary offences and will be dealt
with under the Disciplinary Procedure.
Inninens of ingdirert diserimination wit he investinated in nrder 1o determing

whether or not they should be dealt with under the Disciplinary Procedure.

incidents of victimisation or harassment will be dealt with in accardance with
ihe Harassment Procedure. Where incidents of victimisation or harassment
are proven they will be dealt under the Disciplinary Procedure.

Lowesin Shopmobiiy wilt oot reet oty of ionore grievances from
members of disadvantaged groups on the assumption that they are
oversensitive about discrimination.
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Disciplinary Procedure

Any member of staff found to be in breach of this poiicy wiii be subject to
Wstipiinary aciion in fine with the sandard terms,of employment.

Any volunteer found to be in breach of this policy will be counsel! !ed on their
actions and may, where necessary, be removed from the volunte

Any member of the Management Committee found 1o be in breach of this

ol cy will be counselled on their actions and may, where necessary, be

sked 1o ieave Lowestoft Shopmobility

"CJ
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Any service user found to be in breach of this poiicy will, where appropriate,
e counselled on their actions and may, where necessary, be refused future
services from Lowestoft Shaopmobility.

9. Monitoring and Review

Lowestoft Shopmobility is committed to measuring the effectiveness of this
policy through the collection and analysis of statistics appropriate to equality
and diversity matters. We will review the tumover of staff and voluntesrs ang
seek information on reasons for Leaving.

Recruitment and selection procedures will be monitored and reviewed by the
Management Committee on the records of applications, shortlisting,
interview: - by gender, age, race, ethnic origin, disability etc. but only for the
purpose of measuring the impact of this policy.

All aspects of personnel policy and procedures shall be kept under review to
ensure that they do not operate against the Equality and Diversity Policy.

The Equality and Diversity Policy will be reviewed on an annual basis by the
Co-ordinator. Any review recommendations will be presented to the
Management Committee for their comments and approval.
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