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HR POLICY
Equal Opportunities Policy
Committed to a fair, inclusive and respectful workplace for all
	ORGANISATION
	[Organisation Name]

	VERSION
	Version 1.0

	DATE ADOPTED
	[Date]

	REVIEW DATE
	[Date - recommend annual review]

	POLICY OWNER
	HR / Senior Management

	SCOPE
	All employees, workers, job applicants and associated persons



This policy template is provided for guidance purposes. It should be reviewed and adapted to reflect the specific circumstances and requirements of your organisation before adoption. We recommend taking HR and/or legal advice prior to implementation. This document does not constitute legal advice.
SECTION 01
Policy Statement

[Organisation Name] is committed to promoting equality, diversity and inclusion in all aspects of its operations.
We are an equal opportunities employer and aim to ensure that no employee, job applicant or worker receives less favourable treatment on grounds of any protected characteristic as defined by the Equality Act 2010. We are committed to fostering a culture of inclusion and belonging where everyone feels valued, respected and able to contribute fully. This includes consideration of neurodiverse conditions and hidden disabilities where appropriate.
We believe that a diverse and inclusive workforce makes us a stronger, more creative and more effective organisation. We are committed to creating an environment in which all individuals are able to make the best use of their skills and contribute fully, free from discrimination, bullying or harassment. The organisation recognises the importance of flexible and family-friendly working practices wherever operationally feasible.
This policy applies to all employment practices and decisions, including recruitment and selection, pay and benefits, training and development, promotion, performance management and dismissal.
Employees are encouraged to report inappropriate conduct by customers, clients, suppliers or other third parties. Discriminatory, harassing or offensive conduct via electronic communications, social media or online platforms may also constitute a breach of this policy. The organisation may take lawful positive action measures where permitted by the Equality Act 2010 to address disadvantage or underrepresentation. 
This policy does not form part of any employee's contract of employment and may be amended from time to time.
SECTION 02
Scope

This policy applies to all employees, workers, job applicants, contractors, volunteers and any other person engaged by or seeking engagement with [Organisation Name]. All employees have a personal responsibility to uphold the principles of this policy in their day-to-day conduct.
SECTION 03
The Protected Characteristics

The Equality Act 2010 protects individuals from discrimination on the basis of the following protected characteristics:
-  Age
-  Disability
-  Gender reassignment
-  Marriage and civil partnership
-  Pregnancy and maternity
-  Race (including colour, nationality and ethnic or national origins)
-  Religion or belief (including lack of belief)
-  Sex
-  Sexual orientation
The organisation is committed to promoting equality and preventing discrimination in relation to all of the above characteristics.
SECTION 04
Forms of Prohibited Conduct
▪ Direct Discrimination - Treating someone less favourably than another person because of a protected characteristic. For example, refusing to interview a candidate because of their age.
▪ Indirect Discrimination - Applying a provision, criterion or practice that appears neutral but which puts persons with a particular protected characteristic at a disadvantage, and which cannot be justified as a proportionate means of achieving a legitimate aim.
▪ Harassment - Unwanted conduct related to a protected characteristic which has the purpose or effect of violating a person's dignity or creating an intimidating, hostile, degrading, humiliating or offensive environment. This includes third-party harassment by clients, customers or other external parties.
▪ Victimisation - Subjecting a person to a detriment because they have made or supported a complaint about discrimination such as supporting a colleague’s complaint, or because they have exercised a right under the Equality Act 2010.
▪ Associative and Perceptive Discrimination - Discrimination because of an association with someone who has a protected characteristic (associative discrimination) or because the person is wrongly perceived to have a protected characteristic (perceptive discrimination) is also prohibited.
SECTION 05
Disability and Reasonable Adjustments

The organisation recognises its duty under the Equality Act 2010 to make reasonable adjustments for employees and job applicants who have a disability, where a provision, criterion or practice, or a physical feature of premises, puts a disabled person at a substantial disadvantage compared to a non-disabled person. Employees with a disability, or those who become disabled during their employment, are encouraged to inform HR or their line manager so that appropriate support can be provided. The organisation will consider all reasonable adjustments on a case-by-case basis, in consultation with the individual and, where appropriate, Occupational Health.
SECTION 06
Recruitment and Selection

The organisation is committed to ensuring that all recruitment and selection decisions are made on the basis of merit, skills, experience and objective assessment of each candidate's suitability for the role. Job descriptions, person specifications and selection criteria will be kept under review to ensure they do not contain unjustifiably discriminatory requirements.
-  All vacancies will be advertised in a way that provides access to a diverse range of applicants
-  Interview panels will be trained in objective, competency-based interviewing
-  Selection criteria will be applied consistently and without reference to any protected characteristic
-  Reasonable adjustments will be made at all stages of the recruitment process for candidates with disabilities
SECTION 07
Training, Development and Promotion

The organisation is committed to ensuring that all employees have equal access to training, development and promotion opportunities. Decisions regarding training, career development and promotion will be made objectively and based on merit, performance and organisational need, without reference to any protected characteristic. Managers and employees may receive equality, diversity and inclusion training where appropriate.
SECTION 08
Pay and Benefits

The organisation is committed to ensuring that its pay and benefits practices are free from discrimination and that all employees receive equal pay for equal work and work of equal value. Pay will be determined by reference to objective criteria including the nature and requirements of the role, skills, experience and performance, without reference to any protected characteristic.


SECTION 09
Responsibilities

▪ Senior Management
Senior managers are responsible for promoting and embedding a culture of equality and inclusion across the organisation, modelling inclusive behaviours and ensuring this policy is implemented consistently.
▪ Line Managers
Line managers are responsible for ensuring this policy is applied consistently within their teams, for addressing any discriminatory behaviour promptly and appropriately, and for supporting employees who raise concerns.
▪ All Employees
All employees have a personal responsibility to treat colleagues, clients and other individuals with dignity and respect, to uphold the principles of this policy and to report concerns about discriminatory behaviour through the appropriate channels.
▪ Confidentiality
Concerns raised under this policy will be handled as confidentially as reasonably possible.
SECTION 10
Raising Concerns

Any employee who believes they have been subjected to discrimination, harassment or victimisation, or who witnesses such behaviour, is encouraged to raise their concerns as early as possible. Concerns may be raised informally with a line manager or HR, or formally through the organisation's Grievance Policy.
The organisation will investigate all concerns thoroughly, fairly and without delay. Employees raising genuine concerns will not suffer any detriment as a result of doing so. Malicious or vexatious complaints may be subject to the disciplinary procedure.
SECTION 11
Monitoring and Review

[Organisation Name] will monitor the application of this policy and its effectiveness on a [e.g. annual] basis, including through analysis of workforce data where appropriate. Monitoring data will be used to identify any areas for improvement and to inform the organisation's broader diversity and inclusion strategy. Any monitoring information collected will be processed confidentially and in accordance with data protection legislation.
SECTION 12
Breaches of this Policy

Any breach of this policy by an employee may be treated as a disciplinary matter and dealt with in accordance with the organisation's Disciplinary and Dismissal Policy. Serious breaches, including harassment or deliberate discrimination, may constitute gross misconduct and could result in summary dismissal.
SECTION 13
Legal Framework

This policy is underpinned by the following key legislation:
-  Equality Act 2010
-  Human Rights Act 1998
-  Employment Rights Act 1996
-  Part-time Workers (Prevention of Less Favourable Treatment) Regulations 2000
-  Fixed-term Employees (Prevention of Less Favourable Treatment) Regulations 2002
The organisation will have regard to any updates or amendments to relevant legislation and will update this policy accordingly.
SECTION 14
Policy Review

This policy will be reviewed [annually / every two years] or following any significant legislative change. The policy owner is responsible for ensuring it remains current, lawful and fit for purpose.
Questions about this policy or its application should be directed to [HR Contact Name] at [email address / telephone number].
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