*€EDINBVRGH*

THE CITY OF EDINBURGH COUNCIL

EQUALITY & DIVERSITY POLICY

(covering all employees)

Contents

1. Policy Statement

2. Purpose
3. Scope

4. Qur Commitment

5. What we will do

6. Roles and Responsibilities

7. Evaluation and Review

8. Supporting this Policy

9. Definitions

10. Further Information




11

1.2

1.3

1.4

15

1.6

1.7

Policy Statement

We value the diversity and inclusion of all people and communities in
Edinburgh and in our workforce and we are committed to meeting the needs of
all our residents and our employees.

When we talk about diversity, inclusion and the equality legislation, it's useful to
set out what we mean by those terms. We've set that out in the following table:

Diversity | The collective mixture of differences and similarities that
include, for example, individual and organisational
characteristics, values, beliefs, experiences, backgrounds,
preferences and behaviours.

Inclusion | The achievement of an environment, in our workplace and city,
in which all individuals are treated fairly and respectfully, have
equal access to opportunities and resources, and can contribute
fully to the success of our organisation and Edinburgh.

Equality This is the legal requirements to ensure we don’t discriminate
Act 2010 | against individuals, but not only do we need to meet these
requirements but we want to exceed them.

Ultimately, this is about creating a fairer workplace and society where all forms
of deprivation and inequality are reduced, where everyone can participate and
has the same opportunity to fulfil their potential.

We recognise that to achieve our vision, where Edinburgh is a thriving,
sustainable capital city in which all forms of deprivation and inequality are
reduced, we need to provide services that are tailored to people’s needs, by
treating people differently where necessary to ensure fairness. We also
recognise, respect and value the diversity of our workforce as an asset and key
resources in enhancing and maximising performance to effectively meet the
diverse needs of our service users. We are committed to eliminating
discrimination and encouraging a culture that values and promotes equality and
diversity across the organisation.

Under the Equality Act 2010 we need to have in place policies which ensure we
don’t discriminate against groups with protected characteristics. These
characteristics are: age; disability; gender reassignment; marriage and civil
partnership; pregnancy and maternity; race; religion or belief; sex; and sexual
orientation.

But as you’d hope and expect from us, we want our employees to be truly
representative of all sections of Edinburgh society and for all our colleagues to
feel respected and to be able to give their best.

We are committed to protecting our customers and citizens of Edinburgh from
discrimination, whether they are using our facilities or receiving our services.
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1.8 We are also committed to supporting equal pay and a culture where work of
equal value gets paid equally.

2 Purpose

2.1 The purpose of this policy is to:

2.1.1 Ensure that all our employees are treated fairly, equally and with respect. This
includes all aspects of working life including:

Pay and benefits and terms and conditions of employment;

Dealing with grievances and disciplinary issues, dismissal, redundancy;

Leave for parents and requests for flexible working;

Selection for employment, promotion, training and other developmental
opportunities.

2.1.2 Make sure that we do not discriminate against employees on any basis.

2.1.3 To ensure that our recruitment and development policies give equal access to
job opportunities, professional development, and promotion to under-
represented groups.

2.1.4 To ensure positive action is used appropriately to advance equality e.g. to
address under representation in particular professions.

2.1.5 To oppose and avoid all forms of unlawful discrimination.
3 Scope

3.1 All colleagues and all those applying for jobs with us are covered by the
contents of this policy.

3.2 All customers receiving a service from the Council are covered by the
contents of this policy.

4 Our Commitment

41 We commit to:

e Creating a working environment free of bullying, harassment, victimisation
and unlawful discrimination.

e Promoting dignity and respect for all our colleagues

e Encouraging diversity and inclusion, recognising individual differences
between all colleagues and recognising everyone’s contribution.
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5.1

5.1.1

5.1.2

5.1.3

5.14

5.2

5.2.1

5.2.2

5.2.3

5.24

¢ Advancing equality in the workplace, not just because it's the law but
because it makes sound business sense and improves colleagues’ lives

e Training all colleagues about their rights and responsibilities under this
policy

e Supporting and upholding equal pay for equal value of work

e Protecting all customers from unlawful discrimination, harassment or
victimisation in their experience of receiving a service from the Council

e Supporting staff and customers by investigation thoroughly any relevant
issues raised and addressing appropriately

e Investing in reasonable adjustments that need to be made.
What we will do
Handling Complaints

We will take all complaints of bullying, harassment, victimisation and unlawful
discrimination seriously irrespective of whether they have been made by
colleagues, service users, suppliers, visitors or members of the public.

We view all complaints as potential misconduct, which means that they will be
dealt with under our grievance and disciplinary procedures. This means we
will take appropriate action as set out in those procedures. If it is found that
gross misconduct has taken place, then this could lead to dismissal.

Complaints about sexual harassment may be threated both as an employment
rights matter and a criminal matter, such as in sexual assault allegations.

We want all our colleagues to be aware that they are protected from
harassment under the Protection from Harassment Act 1997, not just those
with a protected characteristic. Harassment in these circumstances is a
criminal offence

Training and Development

We will make opportunities for training, development and progress available to
all colleagues, who will be helped and encouraged to develop their fill
potential, so their talents and resources can be fully utilised to maximise the
efficiency of the organisation.

We will ensure Equality training is available to all staff and that all managers
receive Equality training.

All decisions concerning our colleagues will be based on merit (apart from the
few exemptions allowed under the Equality Act).

We will review our employment practices and procedures when necessary to
ensure fairness and to take account of changes in the law.
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5.4.2

5.4.3

6.1
6.1.1

6.1.2

Monitoring and Information

We will continue to monitor the make-up if the workforce in terms of age,
gender, ethnic background, sexual orientation, religion or belief, and disability.
This will inform the work we need to do regarding equality and diversity.

Monitoring will inform the contents of this policy when it is reviewed and we
will ensure that any issues raised are addressed.

Outcomes from analysis of the data will inform actions to further advance
equality. These actions will be embedded in strategic plans such as the
Council’'s People Plan.

We will communicate our actions as a result of equality data analysis to help
build trust between staff, potential recruits and the Council as an employer.

We will actively encourage more staff to share more personal equality
monitoring data so that we can be better informed.

We will use the positive action duty where appropriate to address under-
representation in particular service areas or levels of post.

We will continue to monitor all our salaries to ensure that we continue to
support equal pay for equal value.

Reasonable Adjustments

We will consider any reasonable change to the workplace or to working
practices to help disabled colleagues continue in their role or help them return
to work.

We understand that cost is not an issue but only whether the adjustment is
reasonable or not — with costs coming from a corporate budget, not the
budget for the service area where the adjustment is being made.

We will make sure our managers have the best advice they can get when it
comes to making decisions on adjustments, including advice from Access to
Work (https://www.gov.uk/access-to-work) and Remploy
(http://www.remploy.co.uk/), who may be able to help with costs.

Roles and Responsibilities
All Colleagues

We are all responsible for making sure that our actions at work support the
duty to advance equality and eliminate discrimination in employment and
service delivery, in line with legislation and this policy. We are all responsible
for preventing bullying, harassment and victimisation.

We all need to be aware that we can be held liable for acts of bullying,
harassment, victimisation and unlawful discrimination that take place at work
against fellow employees, customers, suppliers and the public.
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We must not induce other colleagues to act in a way that is discriminatory or
offensive.

If we feel that we are being discriminated against or harassed or bullied, or
that a colleague is being discriminated against or harassed or bullied, then we
should report that in line with the Avoidance of Bullying and Harassment at
Work policy.

If we feel we cannot raise an issue under the Avoidance of Bullying and
Harassment at Work Policy, then we also have access to the Whistleblowing
Policy, where we can make complaints in a protected way to an independent
telephone line.

We must not victimise anyone who has made a complaint or helped an
investigation into discrimination or harassment.

Managers

Our managers are responsible for taking steps to advance equality in their
service areas. They are also responsible for taking action when equalities
issues are brought to their attention.

Our managers are responsible for ensuring that their team is able to access
appropriate equality training and development opportunities.

Managers should ensure due diligence is given to equalities in any decision
made regarding a service, policy, criterion or practice.

To do this they must ensure they. are well versed in this policy and The
Equality Act 2010.

They have a role to play in demonstrating sound equality practice in their
leadership.

In particular, they have a duty to ensure reasonable adjustments are made for
any disabled member of staff they manage.

Corporate Leadership Team

The Corporate Leadership Team has overall responsibility for ensuring that
this statement is implemented and for ensuring that monitoring takes place to
check its effectiveness.

Executive Directors have a specific responsibility for the implementation of
equal opportunities issues in their own service areas. They are also
responsible for managing any operational or financial impact arising from
implementing the contents of this statement.

The Corporate Leadership Team have a role to play in demonstrating the due
weight and priority that equality is given in the Council through active
leadership in this area.

Equality and Diversity Policy Approved: 8 August 2017 Page 6 of 9



6.4

6.4.1

6.4.2

6.4.3

7.1

7.2

7.3

8.1

8.2

9

Elected Members

Elected Members share the overall responsibility for ensuring the full
implementation and monitoring of this policy with the Corporate Leadership
Team, as part of the scrutiny process at Committee, as well as ensuring that
colleagues, service users and members of the public who raise equalities
issues with them are directed to the most appropriate process of resolution.

Elected Members must ensure they are familiar with The Equality Act 2010 to
take on this responsibility.

Elected Members must scrutinize all recommendations that they are asked to
approve ensuring that robust equality impact assessments are used to inform
any decision to approve.

Evaluation and Review

This Policy has been developed involving staff and other stakeholders who
share an interest in equality e.g. Unions, BME Staff Forum, EaRN.

This Policy is communicated to all staff (existing, new and prospective) via
The Council’s website and recruitment process, induction for new recruits,
managers’ news, and team updates;

This policy will be reviewed in April 2020 and every 3 years thereafter (or
earlier if legislative changes require) and is included in the Council’s calendar
for reviewing employment policies. The Head of HR is responsible for
ensuring this is done.

Supporting this Policy

This statement is fully supported by elected members and the Corporate
Leadership Team.

In addition, this statement is also fully supported by the recognised trades
unions and is a local collective agreement between the Council and them.
Both parties have agreed to work together to make sure that this statement
continues as a local collective agreement. Any changes to this statement will
be made by mutual agreement. If we cannot reach agreement on changes,
then both parties reserve the right to end this local collective agreement by
giving four months’ notice in writing. If this happens, then the terms of the
local agreement will cease to apply to existing and future employees.

Definitions

Equality This is about ensuring that every individual has an equal

opportunity to make the most of their lives and talents. Itis
about understanding that no one should have poorer life chances
because of where, what or whom they were born, what they
believe, or whether they have a disability. Equality recognises
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that historically, certain groups of people with particular
characteristics e.g. race, disability, sex and sexuality, have
experienced discrimination.

Diversity

This is about recognising, respecting and valuing differences
between individuals and groups. It is not about treating
everyone in exactly the same way, but treating people as
individuals and creating a working culture and practices that
harness and appreciate differences.

Protected
Characteristic

The Equality Act 2010 refers to the 9 groups who are protected
from discrimination because of a characteristic they share i.e.
age, sex, race, sexual orientation etc. This is a protected
characteristic.

Discrimination

This is where you treat a person or a group differently or
unequally in comparison with other people or groups, based on a
characteristic they have or that you think they have.

Unlawful
Discrimination

This is discrimination based on the protected characteristics
listed in the Equality Act 2010. It includes: direct discrimination,
indirect discrimination, discrimination arising from a disability and
discrimination by perception or by association.

Direct
Discrimination

This where someone is treated unfairly or unequally because of
their protected characteristic. This could be not employing
someone because they are black or because they are disabled.

Indirect
Discrimination

This is where organisation's practices, policies or procedures
have the unintentional effect of disadvantaging people who share
certain protected characteristics.

Discrimination
by Perception

This is where someone thinks that you have a characteristic and
treats you less favourably, for example where an employer
believes an employee is gay or is of a particular race, and treats
him or her less favourably as a result.

Discrimination

This is where you're treated less favourably because a

by colleague, associate, family member or friend has a protected
Association characteristic.
Harassment Unwanted behaviour related to a protected characteristic which

has the purpose or effect of violating someone’s dignity or which
creates a hostile, degrading, humiliating or offensive
environment.

Victimisation

This is treating someone unfavourably because they have taken
some form of action relating to the Equality Act, e.g. made a
complaint under the Act or supported somebody who is doing so,
such as appearing as a witness.

Reasonable
Adjustment

This is any change that we can make to the workplace or to
working practices that could help prevent a disabled colleague
being at a disadvantage. This could be equipment, a change to
working hours, a change of office or anything else that the
Council could reasonable do to help the employee continue in
their post or help them return to work.

10 Further Information

10.1

Equality and Diversity Policy

If you want more information about any of the policies mentioned, then please
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ask your manager for a copy or click on the links below:

e Grievance Procedure

e Avoidance of Bullying and Harassment at Work Policy
e Disciplinary Procedure

Equality and Diversity Policy Approved: 8 August 2017 Page 9 of 9


https://orb.edinburgh.gov.uk/homepage/374/grievancee
https://orb.edinburgh.gov.uk/homepage/374/grievancee
https://orb.edinburgh.gov.uk/homepage/377/avoidance_of_bullying_and_harassment_at_work
https://orb.edinburgh.gov.uk/homepage/377/avoidance_of_bullying_and_harassment_at_work
https://orb.edinburgh.gov.uk/homepage/340/disciplinary

