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NINE RED Presents...(CIC)  

EQUAL OPPORTUNITIES POLICY 
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1.     INTRODUCTION 

1.1 Equal Opportunities Policy Statement 

NINE RED PRESENTS...(CIC) is fully committed to the provision of equal access and 
opportunity as an employer. We do not discriminate against staff, volunteers or 
applicants for posts on the grounds of gender, marital status, race, colour, nationality, 
ethnic origin, religion, political belief, disability, age or sexual orientation. Every possible 
step will be taken to ensure that staff /volunteers are treated equally and fairly and that 
decisions on recruitment, selection, training, promotion and career management are based 
solely on objective and job related criteria. We will not tolerate any form of discrimination, 
harassment or victimisation. All staff are required to co-operate in making this policy work 
effectively. NINE RED PRESENTS...(CIC) is committed to providing effective training and 
monitoring for equality of opportunity. 

1.2 Purpose of this Policy and Guidance Document 
At NINE RED Presents...(CIC) we believe that we should treat others as we would wish to be 
treated, and to do to others only that which we would have done to us. The purpose of this 
document is to help promote this ideal and ensure a working environment free from 
discrimination, harassment, bullying and victimisation. It sets out the duties of NINE 
RED PRESENTS...(CIC) as an employer, the rights and responsibilities of individuals, and the 
behaviour expected of all staff/volunteers. It describes the procedures to be followed for 
resolving complaints promptly and fairly should they arise. It applies to everyone who works 
for NINE RED PRESENTS...(CIC). In particular, it informs staff: 

•That they have the right to make a complaint about discrimination, harassment or 
bullying, and how to go about this; 

• that they will not be victimised for making complaints; 

• how managers should deal with complaints made to them; 

•what people must do if they are the subject of a complaint 

1.3   The law 
There are European and UK laws which make specified forms of discrimination unlawful. In 
law, the employer is responsible for the actions and behaviour of all employees during 
their course of employment, whether or not they are known about or approved of. 
Employees can also be held liable in law for acts of discrimination and harassment. Where 
an employee is liable, the employer will also be liable unless they can show they took 
sufficient steps to prevent the discriminatory act. Any person who is held legally responsible 
may be required to pay compensation to the person discriminated against. 

2     WHAT CONSTITUTES DISCRIMINATION? 

2.1   What is discrimination? 
Discrimination occurs when a person is treated unfairly or less favourably compared with a 
person or people from other groups. The Sex Discrimination Act and the Race Relations Act 
describe discrimination in two ways: Direct and Indirect. The following paragraphs give 
examples of these two forms of discrimination. 

2.2 Direct discrimination on the grounds of sex or race 
Direct discrimination occurs when a person is treated less favourably than another or others, on the 
grounds of: 

• Their race, colour, ethnic or national origins; 
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• Their gender or sexual orientation; 

2.3 Indirect discrimination on the grounds of sex or race 
Indirect discrimination is not likely to be as obvious as direct discrimination. It occurs when a 
condition or requirement of employment is applied which adversely affects, or favours, one 
particular group more than another and cannot be objectively justified by the requirements of the 
job. An example of this is: 

•  Unjustified selection criteria for recruitment where the effect is that the proportion of one sex or 
race who can comply is considerably smaller 

2.4   Disability discrimination 
The employment provisions of the Disability Discrimination Act 1995 and the Disability 
Discrimination (Employment) Regulations 1996 protect disabled people, and people who have 
been disabled, from discrimination in the field of employment. 

As part of this protection employers have a duty to make, "reasonable adjustments" if their 
employment arrangements or premises place disabled people at a substantial disadvantage 
compared with non-disabled people. These provisions replaced the previous quota scheme, 
the designated employment scheme and registration as a disabled person. 

The Act does not prohibit an employer from appointing the best person for the job. Nor does it 
prevent employers from treating disabled people more favourably than those without a disability. 

The Act makes it unlawful for an employer to discriminate against a disabled person in the 
field of employment. The Act says discrimination in this context occurs in two ways. 

One way in which discrimination occurs is when: 

• for a reason which relates to a disabled person's disability, the employer treats 
that disabled person less favourably than the employer treats or would treat 
others to whom the reason does not or would not apply; 

And 

• The employer cannot show that this treatment is justified. 

A disabled person may not be able to point to other people who were actually treated more 
favourably. However, it is still "less favourable treatment" if the employer would give better 
treatment to someone else to whom the reason for the treatment of the disabled person did not 
apply. 

The other way the Act says that discrimination occurs is when: 
• an employer fails to comply with a duty of reasonable adjustment 

imposed on him by section 6 in relation to the disabled person; 
and 

• The employer cannot show that this failure is justified. 
 

2.5   Religious discrimination: 

The Religion Discrimination Act 2003 makes discrimination on grounds of religious belief 
unlawful in employment. 

The Act outlines situations where individuals may complain that they have been discriminated 
against on the grounds of religious belief. 

It may be that individuals believe that they are less favourably treated than others 
because they are Christian, or because they are Muslim, or because they are presumed to 
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be from either of these communities; or indeed individuals may be discriminated against 
precisely because they do not hold any of these beliefs or opinions. 

The Act defines three types of unlawful discrimination:- 

• Direct discrimination consists of treating a person on religious, less favourably than 
others are, or would be, treated in the same, or similar, circumstances.   An 
example of this might be where the best candidate at interview was not appointed 
to a job because of their religion, whilst a less able candidate of a different 
religion was offered the post. 

• Indirect discrimination consists of applying a requirement or condition which, even 
without intent, adversely affects considerably more of one religious or than another 
and which cannot be justified on non-religious grounds.  An example of this might be 
where an employer, whose workforce is wholly or mainly drawn from one 
community, restricts promotions solely to internal candidates. 

• Victimisation means treating someone less favourably than others because they have, 
for example, complained of alleged discrimination or has assisted someone else to do 
so.  An example might be where someone is dismissed because they were a 
witness for a colleague in a fair employment complaint.  This dismissal would be 
discriminatory. 

The Act applies to all employers including sub-contractors and franchises, regardless of size.  It 
is unlawful for an employer to discriminate: 

• In recruitment and selection including arrangements for deciding who should be 
offered employment:  in the terms on which employment is offered or by 
refusing or deliberately omitting to offer a person  employment; 

• In the terms and conditions of employment; 

• In relation to access to benefits, including opportunities for promotion, transfer, training 
or any other benefits, or the refusal of those opportunities; 

• By dismissing an employee or causing him/her any other detriment. 
• NINE RED PRESENTS...(CIC) will ensure that both the spirit and the letter of the 

Act are closely followed in its employment practice. 
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3. NINE RED PRESENTS...(CIC) POLICIES FOR PREVENTING DISCRIMINATION 

3.1   Racial discrimination 
It is unlawful under the Race Relations Act 1976 and contrary to NINE RED PRESENTS...(CIC) 
policy to discriminate directly or indirectly against individuals on the grounds of colour, race, 
or ethnic or national origins. Racial discrimination occurs when these are determining 
factors affecting a person's treatment in the workplace. For example on the basis of: 

• A belief that people of one or more racial groups are inferior or superior to others; 

• Hostile behaviour towards people from other cultural or religious backgrounds, especially 
towards accent, appearance, dress or mannerisms; 

• Stereotyped views on the characteristics or attitudes of particular racial groups, which may 
be positive or negative. 

Racial harassment is also racial discrimination because it involves treating a person less 
favourably on the grounds of race or ethnic origin. It exists in many forms. Verbal abuse is an 
obvious example, but racial attitudes can be conveyed in other ways. For example by telling 
racist jokes. Such comments are often offensive and hurtful and may amount to harassment if 
they are experienced by the recipient as racist in intent. 

3.2 Race Relations (Amendment) Act 2000 

The Race Relations Act 1976, as amended by the Race Relations Act 2000, 
places a general duty on public authorities to promote race equality. 

3.3 General duty 
This means that the Fund must have due regard to: 

• eliminating unlawful racial discrimination 
• promoting equality of opportunity; and 
•.  promoting good race relations between people of different racial groups 

To meet the general duty the Fund will take the following four steps: 

• identify which of the Fund's functions are relevant to the general duty 
• set priorities for these functions, based on the relevance to race equality 
• assess how all these relevant functions and any related policies affect race equality 
• consider how the policies might be changed, where necessary, to meet the general duty, 

and make changes 

NINE RED PRESENTS...(CIC) will need to ask itself the following questions: 

• Could the policy have an adverse impact on relations or equality of opportunity for some 
racial groups? 

• Could the policy have an adverse impact on relations between different racial groups? 
• Is the adverse impact unavoidable?  Is it unlawful discrimination?  Can it be justified by the 
policy's aims and importance? Are there any other ways that the aims could be achieved 
without causing this adverse impact? 
• Can the adverse impact be reduced? 
• Is further research or consultation necessary?  Would this research be proportionate 

to the importance of the policy?  Is it likely to lead to a different outcome? 

3.4   Specific duties: ethnic monitoring of the workforce 
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The specific duty on employment applies to most of the public authorities bound by the 
general duty, and this includes NINE RED PRESENTS...(CIC) will need to monitor by 
reference to racial groups: 

• Staff in post, and 

• Applicants for employment, training and promotion from each such group 

In addition, the monitoring may extend as appropriate to the staff in each group for the 
following purposes: 

• Training offered and undertaken 
• Performance assessment outcomes (i.e. appraisal box marks)  
» Use of grievance procedures 
• Use of disciplinary procedures, and 
• Staff turnover 

This is central to providing a clear picture of what is happening during the NINE RED 
PRESENTS...(CIC)'s employment cycle. It helps to measure progress and demonstrate 
the success of equal opportunities policies. 

3.5 How do we use this information? 
To meet the requirements of the Act the Fund will: 

• -"-Collect ethnic monitoring data from job applicants and employees 
•' Analyse the data to find any patterns of inequality 
• Take any necessary action to remove barriers and promote equality of 

opportunity 
• Publish the results each year in its annual report 

3.6 Sex discrimination 
It is unlawful (unless the job is covered by an exception) to discriminate directly or 
indirectly on the grounds of sex or marriage in the arrangements made for deciding 
who should be offered a job, or in any terms of employment, or by refusing or omitting to 
offer a person employment 

It is therefore NINE RED PRESENTS...(CIC) policy that: 
• Each individual should be assessed according to his or her personal capability to 

carry out a given job.  It should not be assumed that men only or women only will 
be able to perform certain kinds of work; 

• any qualifications or requirements applied to a job which effectively inhibit 
applications from one sex or from married people should be retained only if they 
are justifiable in terms of the job to be done; this is unlikely in NINE RED 
PRESENTS...(CIC) employment; 

• Any age limits should be applied only if they are necessary for the job.  An 
unjustifiable age limit could constitute unlawful indirect discrimination, for 
example, against women who have taken time out of employment for childrearing 

3.8 Genuine Occupational Qualifications (GOQs) 

It is unlawful, except for certain jobs when a person's sex is a genuine occupational 
qualification (GOQ) for the work required, to select candidates on the ground of sex.  In 
employment generally, there are very few instances in which a job will qualify for a GOQ on 
the ground of sex. There are no such posts in NINE RED PRESENTS...(CIC). 
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3.9 Sources of recruitment 

It is unlawful, unless the job is covered by an exception, to discriminate on grounds of sex 
or marriage in determining who should be offered employment, whether recruiting by 
advertisements, through employment agencies, job centres, or career offices. 

It is also unlawful when advertising job vacancies, to publish an advertisement that 
indicates or might reasonably be understood to indicate an intention to discriminate 
unlawfully on grounds of sex or marriage. 

It is therefore NINE RED PRESENTS...(CIC) policy that job advertising is carried out in such a 
way as to encourage applications from suitable candidates of both sexes. This can be 
achieved both by wording of the advertisements and, for example by placing advertisements 
in publications likely to reach both sexes. All advertising material and accompanying 
literature relating to employment or training issues will be kept under review to ensure 
that it avoids presenting either sex in stereotyped roles. 

NINE RED PRESENTS...(CIC) will seek to ensure that its recruitment, selection, pay and 
conditions, training and all other employment practices are fair and free from sex 
discrimination. 

3.10 Equal pay statement 

NINE RED PRESENTS...(CIC) supports^ the. principle _of equal opportunities in employment 
and believes as part of that principle that male and female staff should receive equal 
pay for the same or broadly similar work, for work rated as equivalent and for work of 
equal value. 

The right to equal pay between men and women free of sex bias is a fundamental 
principle of European Community law and is conferred by United Kingdom legislation. 

NINE RED PRESENTS...(CIC) recognises that in order to achieve equal pay for employees 
doing equal work, it should operate a pay system, which is transparent, based on objective 
criteria and free from sex bias. 

3.11 Action to implement equal pay statement 

In order to put its commitment to equal pay into practice NINE RED PRESENTS...(CIC) will: 

• Examine existing and future pay practices for all our employees including those 
in non-standard employment and those who are absent on pregnancy and 
maternity leave. 

• Carry out regular monitoring of the impact of pay practices. 

• Inform employees of how these practices work and how their own pay is arrived at.  

• Provide training and guidance for managers and supervisory staff involved in 
decisions about pay and benefits. 9 Discuss and agree the equal pay policy with staff 
representatives where appropriate. 

NINE RED PRESENTS...(CIC) intends through the above action to avoid unfair 
discrimination, to reward fairly the skills, experience and potential of all staff and 
thereby to increase efficiency, productivity and competitiveness and enhance the 
organisation's reputation and image. 

3.12 Sexual orientation 
Discrimination and harassment in relation to sexual orientation is not specifically covered 
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by the Sex Discrimination Act or any other antidiscrimination law, but this is likely to be 
covered by the Human Rights Act. However, such behaviour is contrary to NINE RED 
PRESENTS...(CIC) policy and will be treated as seriously as a complaint of discrimination on 
any other grounds. An individual's sexual orientation is a private matter. Jokes about 
homosexuals or lesbians or the use of offensive terms, for instance, are not acceptable. 
Transsexuals are covered by the Sex Discrimination (Gender Reassignment) Regulations 
1999, which extended the Sex Discrimination Act. 

3.12 (a) Age Discrimination 

NINE RED PRESENTS...(CIC) will encourage clients not to include any age criteria or other 
subjective criteria in job specifications and every attempt will be made to persuade clients to 
recruit on the basis of competence and skill and not age. 

NINE RED PRESENTS...(CIC) is committed to recruiting and retaining employees whose 
skills, experience, and attitude are _appropriate to the requirements of the various positions 
regardless of age. 

As far as is reasonably possible and in the most exceptional circumstances-no age 
requirements will be stated in any job advertisements on behalf of the company, 

NINE RED PRESENTS...(CIC) will request age" .as _part - of. its recruitment process but 
information will not be used in any detrimental way and is for compilation of personal data, 
which the company holds on all employees and workers. 

3.12 (b) Gender Reassignment 

NINE RED PRESENTS...(CIC) recognises that any employee or worker may wish to 
change their gender during the course of their employment with the Company. 

NINE RED PRESENTS...(CIC) will support any employee or worker through the 
reassignment provided that full medical counselling has been undertaken and NINE RED 
PRESENTS...(CIC) has access to any relevant medical reports. 

NINE RED PRESENTS...(CIC) will make every effort to try and protect the employee 
or worker undergoing reassignment within the work place. 

All employees and workers will be expected to comply with NINE RED PRESENTS...(CIC)'s 
policy on harassment in the workplace.  Any breach of such a policy will lead to the 
appropriate disciplinary sanction. 

8.5 Where an employee is engaged in work where the gender change imposes genuine 
problems NINE RED PRESENTS...(CIC) will make every effort to reassign the employee or 
worker to an alternative role in the Company. 

8.6 Any employee or worker suffering discrimination as the result of their gender 
reassignment should make recourse to the Company's grievance procedure. 

3.13 Disability discrimination 
It is unlawful under the Disability Discrimination Act 1995 and contrary to NINE RED 
PRESENTS...(CIC) policy for an employer to treat a disabled person less favourably than 
someone else because of his or her disability. This applies to all employment matters 
(including recruitment, training, promotion and dismissal). Complaints of discrimination 
might arise from inflexible job requirements, which have the unintended effect of 
excluding a disabled person from full consideration for appointment to a post. 

NINE RED PRESENTS...(CIC) will communicate to its employees this policy on disability 
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matters, and any other policies, which have elements relevant to disabled employees. All 
staff will be made aware that it is unlawful to discriminate against disabled people, 
and should be familiar with the policies and practices adopted by NINE RED 
PRESENTS...(CIC) to ensure compliance with the law. NINE RED PRESENTS...(CIC) will 
provide guidance on non-discriminatory practices for all employees, so they will be 
aware what they should do and how to deal with disabled colleagues and disabled 
applicants for vacancies in the organisation, and ensure so far as possible that these 
policies and practices are implemented. 

3.14 NINE RED PRESENTS...(CIC) policy on recruitment of disabled persons 
The Act says that it is unlawful for an employer to discriminate against a disabled person: 

• in the arrangements made for determining who should be offered 
employment; 

• in the terms on which the disabled person is offered employment; or 

• By refusing to offer, or deliberately not offering, the disabled person employment 
84(1). 

The word "arrangements" has a wide meaning. Employers must avoid discrimination 
in, for example, specifying the job, advertising the job, and the processes of selection, 
including the location and timing of interviews, assessment techniques, interviewing, and 
selection criteria. 

3.15 NINE RED PRESENTS...(CIC) policy on discrimination against disabled employees 
The Act says that it is unlawful for an employer to discriminate against a disabled person 
whom he employs: 

• in the terms of employment, which he affords him; 
• in the opportunities, which he affords him for promotion, a transfer, training or 

receiving any other benefit; 
• by refusing to afford him, or deliberately not affording him, any such opportunity; or 
• By dismissing him, or subjecting him to any other detriment (84(2)).  Therefore, NINE RED 
PRESENTS...(CIC)  will not discriminate in relation to, for example: 
terms  and  conditions  of  service,  arrangements  made  for  induction, arrangements 
made for employees who become disabled (or who have a disability which worsens), 
opportunities for promotion, transfer, training or receiving any other benefit, or refusal of 
such opportunities, pensions, dismissal or any detriment. 

3.16   Retention of disabled employees 
Employers must not discriminate against an employee who becomes disabled, or has a 
disability, which worsens. The issue of retention might also arise when an employee has 
a stable impairment but the nature of his/her employment changes. 

If as a result of the disability NINE RED PRESENTS...(CIC)’s arrangements or a physical 
feature of its premises place an employee at a substantial disadvantage in doing his/her 
existing job, NINE RED PRESENTS...(CIC) will first consider any reasonable adjustment that 
would resolve the difficulty. NINE RED PRESENTS...(CIC) recognises the need to 
consult the disabled person at appropriate stages about what his/her needs are and 
what effect the disability might have on future employment, for example, where the 
employee has a progressive condition. The nature of the reasonable adjustments which 
NINE RED PRESENTS...(CIC) may have to consider will depend on the circumstances of the 
case. 

4.     HARASSMENT, BULLYING AND WHISTLE BLOWING 



 

N I N E  R E D  P r e s e n t s . . . ( c i c )  

 

E
q

u
a

l
 

O
p

p
o

r
t

u
n

i
t

i
e

s
 

P
o

l
i

c
y

 
2

0
1

4
 

 

4.1 What is harassment? 
Harassment covers a range of unsolicited behaviour which, whether intentionally or 
not, creates feelings of unease, humiliation, intimidation or discomfort, causes offence, 
exclusion or withdrawal, or threatens, or appears to threaten job security. Individual 
perceptions of what constitutes harassment can vary from person to person. What 
may be acceptable to one person might be quite unacceptable to another. Examples of 
unacceptable behaviour include: 

• Assault or verbal or physical threats or abuse, including racially or sexually derogatory or 
stereotyped remarks; 

• Innuendo, mockery, offensive jokes or remarks 

• Unwanted physical contact including touching, grabbing or brushing up against others; 

• Intrusive questioning about a person's ethnic origins, marital status, sexual orientation or 
other irrelevant factors; 

• The display or circulation of racially, sexually or otherwise offensive material; 

• Suggestions that sexual favours may further a person's career or that not offering them 
may adversely affect their career; and 

• An offensive or intrusive manner of communication e.g. leering or lewd gestures. 

4.2 What is bullying? 
Bullying is a form of harassment. Bullying can be defined as persistent actions, criticism or 
personal abuse, which humiliates, intimidates, undermines or demeans the individual 
involved. Often, although not always, the bully is in a position of power or authority in 
relation to his/her victim.  Some examples of bullying behaviour include: Using abusive 
language; 

• Excessive supervising, persistent unfair criticism; 

• Continually ignoring or excluding an individual; 

• Persistently setting unrealistic, excessively demanding objectives; 

• Public humiliation, spreading rumours; 

• Offensive gestures and behaviour, and 

• Unwelcome physical contact. 

This abuse of power or position can cause chronic stress, anxiety, and loss of self-esteem 
leading to physical and mental ill health. 

4.3   What is victimisation? 
Victimisation occurs when a person is treated less favourably than they would otherwise 
have been on grounds that they have alleged discrimination, harassment or bullying or have 
assisted a complainant or are suspected of doing so. Victimisation in these circumstances 
is a disciplinary offence and unlawful under antidiscrimination law. Staff will not be 
victimised for making a complaint and should not be deterred from making one for fear of 
repercussions. 

5.     STAFF RESPONSIBILITIES 



 

N I N E  R E D  P r e s e n t s . . . ( c i c )  

 

E
q

u
a

l
 

O
p

p
o

r
t

u
n

i
t

i
e

s
 

P
o

l
i

c
y

 
2

0
1

4
 

 

5.1   Rights and expectations of all staff 
All staff have a duty to comply with NINE RED PRESENTS...(CIC)'S policies on equal 
opportunities and not to harass, bully or, discriminate unlawfully against job applicants or 
colleagues. This duty includes: 

• Treating- all colleagues with equal fairness and respect; 

• Speaking out if a colleague is being harassed, bullied or discriminated against and if 
necessary reporting it; and 

• Being sensitive to the needs and feelings of all colleagues. 

.Everyone has a responsibility to challenge discrimination, harassment, bullying and victimisation.  
Do not assume that someone else will sort it out. 

5. 2   Management Committee/Managers 
As managers, you have a crucial role in promoting a healthy working environment 
amongst your staff. You should be aware of and deal with any problems which arise and be 
responsible for ensuring that proper standards of conduct are achieved and maintained. In 
particular, you should: 

• Encourage a working environment which is supportive of all 
staff/volunteers; 

Ensure that staff are aware of the NINE RED PRESENTS...(CIC)'S equal opportunities policy 
and procedures; Make clear the expected standards of behaviour; 

• Point out if certain forms of behaviour or language are not acceptable; and Stop the display 
and circulation of potentially offensive material in the workplace. 

5.3 Organisational Development/Personnel 

The role of Organisational Development/Personnel is to: 

• Develop, implement and monitor equal opportunities policy and related procedures for 
NINE RED PRESENTS...(CIC); 

« Provide training, information and advice to staff and management on those policies 
and procedures; 

• Oversee the operation of the complaints procedure to ensure that proper standards are 
applied in the handling of complaints; and 

• Monitor the handling of complaints and their outcome, and consider their implications 
for NRP policy and practice. 

5.4 Rights of complainants and alleged offenders  
Both those making a complaint, and those against whom the complaint is made, have the 
following rights: 

• To have a prompt, full and fair investigation of the circumstances; 

• To seek advice from and I or be represented by a colleague; 

• To confidentiality as far as this is consistent with a full and thorough investigation and- with the 
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requirement to keep a central record of complaints made.  This is to ensure that 
the reputation or career of either party to a complaint is not unjustly affected as a 
result of the complaint having been made.   Anyone involved, whether 
managers, complainants,   alleged   perpetrators   or   witnesses,   should  
understand that the complaint should not be openly discussed;  

• To appeal to the Chair, if they disagree with the outcome of an investigation. 

Any job applicant or member of staff may also make a complaint of race, sex or disability 
discrimination to an Employment Tribunal (ET). 

Complaints and monitoring procedures 

NINE RED PRESENTS...(CIC) has in place procedures for dealing with complaints of 
discrimination.  These are available from the Project Manager and will be made available 
immediately upon request. 

Any discrimination complaint will be investigated fully. 
 


