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Equal Opportunities Policy

Our code of practice establishes rules and procedures designed to eliminate unlawful discrimination in S&S Construction (N.W) LTD, employment and staffing practices.  It covers not only sex and racial discrimination but also discrimination on the grounds of - marital status, sex orientation, physical disability and age.  It includes a revised and strengthened Equal Opportunities Policy Statement.  The statement is widened to cover the delivery of services, as well as employment.

S&S Construction (N.W) LTD, will monitor existing practices and establish new ones.  The new ones will prevent those working for us and those wishing to work for us, suffering unfair or discriminatory treatment.  Much of what is affirmed in the Code of Practice also has the forces of law.  However, whether or not this is so, all staff should be aware that the code is of S&S Construction (N.W) LTD.  This therefore means that the policy must be adhered to, in all cases.

Our code of practice aims to combat all forms of discrimination.  We can do this by providing everyone within S&S Construction (N.W) LTD, with a framework, into which to fit all employment and staffing practice, from career description and advertising through to career development and in service training.  The code is intended to ensure that equal opportunities criteria are given high priority, in these areas.

Our job descriptions must not imply the exclusion of a particular job.  All job descriptions must stipulate a commitment to S&S Construction (N.W) LTD.  In addition, this must also comply to the Equal Opportunities Policy and specify any particular responsibilities for the post holder in implementing it.  The skills and experience required must be strictly relevant to the requirements of the job.  These should not be unnecessarily restrictive, so as to exclude particular groups since this may be indirect discrimination and therefore unlawful.  

The Acts followed are:-

The Sex Discrimination Act 1975

Direct Sex Discrimination occurs where a person of one sex is treated less favourably on grounds of sex, than a person of the other sex would be in the same or not materially different circumstances.

Indirect Sex Discrimination can occur, where a requirement or condition is applied equally to men and women.  Such a requirement or condition may, nevertheless, discriminate indirectly.  This is so if the proportion of one sex is much greater than the proportion of the other sex can comply with.

For example, a requirement to be mobile might bar more women than men.  A complaint would have to show that this is to her or his detriment that she or he cannot comply.

In a case brought before an Industrial Tribunal, an employer would be required to show that the requirement complained, of is necessary for the job, irrespective of sex.  Unless it can be justified, it will be unlawful whether or not it was the intention of the employer to discriminate.

Marriage Discrimination occurs where a married person is treated less favourably, on the grounds of marital status, then an unmarried person of the same sex would be in the same or not materially different circumstances.  The discrimination may be direct or indirect, as explained above.

Victimisation occurs where a person is treated less favourably than other person are or would be because of something he or she has done, by reference to the Equal Pay Act, the Sex Discrimination Act or the Race Relations Act.

Victimisation also consists of taking action against an individual for asserting her or his rights under the Acts.

An example of this would be if a person brought proceedings or gave evidence/information in a case under the Acts or alleged (expressly or otherwise) that anyone had committed an act which could constitute a breach of the legislation and was therefore treated less favourably because of those proceedings.  There can, however, be no unlawful victimisation if the allegation was false and was not given in good faith.

The Commission for Racial Equality and Equal Opportunities Commission Codes.

These are:-

...The Code of Practice for the elimination of racial discrimination and the promotion of equality of opportunity in employment is issued by the Commission of Racial Equality (CRE).

...The Code of Practice for the elimination of discrimination on the grounds of sex, marriage and the promotion of equality of opportunity in employment issued by the Equal Opportunities Commission (EOC).

The codes are recommendations and guidance on how to avoid racial and sex discrimination in employment.  They contain advice on the policies that are needed to prevent discrimination, in such matters as the recruitment and treatment of staff.  They also suggest positive steps to promote equal opportunity.  The codes do not have the force of law but they are approved by Parliament and their provisions will be taken into account by Industrial Tribunals in considering relevant cases.
The Disabled Persons (Employment) Acts 1944 and also 1958.

No laws exist in the United Kingdom on discrimination against disabled people similar to those against women and minorities.  This is because, in general, women and minorities should be able to compete on equal terms with men and whites.  Disabled people may or may not be able to compete on equal terms depending on the nature of their disabilities.

The 1944 and 1958 Acts placed a duty on employers (with 20 or more staff) to employ a quota of registered disabled people.  The quota at present is 3% of total staff.  If this quota is not reached, an employer may not recruit persons who are not registered as disabled, unless he/she obtains a permit.  Employers who are subject to the quota are required to keep specified employment records for inspection.  Registration as a disabled person is voluntary.  Those eligible to register are those who, because of injury, disease or congenital deformity, are substantially handicapped in obtaining or keeping employment of a certain kind which would otherwise be suited to their age, experience and qualifications.

Race Relations Act 1976.

The Race Relations Act 1976 makes it unlawful to discriminate on racial grounds, directly or indirectly, in the field of employment.

Direct Discrimination consists of applying in any circumstances covered by the Act a requirement/condition, which intentionally or not, has disproportionately adverse effect on a particular racial group and cannot be shown to be justifiable on other than racial grounds.

Racial Grounds are the grounds of race, colour or nationality, including citizenship, or ethnic or national origins.  Groups defined by reference to the above are refereed to as the Racial Groups.

Segregating a person from others on racial grounds constitutes less favourably treatment.

An example of indirect discrimination would be recruiting from sources which include areas of high settlement of racial minority groups or setting language test or educational levels abode the minimum required for the post.

Responsibility for the Equal Opportunities Policy.

Responsibility for determining, implementing and enforcing the policy for S&S Construction (N.W) LTD, lies with the directors.  Their responsibility is to ensure that the policy and practice are complied with.  In turn, all employees with staff (management and supervisory responsibilities) ensure that they and their staff comply with the Equal Opportunities Policy and practice.
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