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1. About this Policy 

We are committed to ensuring diversity and providing equal opportunities for all 
employees; we are an equal opportunity employer. This means that we are committed 
to ensuring that all our employees, potential employees and workers are treated no less 
favourably and not unlawfully discriminated against on the grounds of possessing a 
protected characteristic. 

The protected characteristics are: age; disability; gender reassignment; marital or civil 
partner status; pregnancy or maternity; race, colour, nationality, ethnic or national origin; 
religion or belief; sex; and sexual orientation (Protected Characteristics). 

We aim to ensure that our employees achieve their full potential and that all 
employment decisions are taken without reference to irrelevant or discriminatory criteria. 
We have adopted this policy as a means of helping to achieve these aims. 

This policy applies to all aspects of employment with us, including recruitment, pay and 
conditions, training, appraisals, promotion, conduct at work, disciplinary and grievance 
procedures, and termination of employment. 

This policy does not form part of any employee’s contract of employment and we may 
amend it at any time.  

2. Types of Discrimination 

2.1 The Garage Trust does not tolerate discrimination against other people, including 
current and former employees, job applicants, clients, customers, suppliers and visitors, 
in any form.  

2.2 Types of discrimination include but are not limited to: 

Direct discrimination: treating someone less favourably because of a Protected 
Characteristic. For example, if a woman with young children fails to obtain a job 
because it is feared that she might be an unreliable member of staff. 

Indirect discrimination: the operation of a provision, condition or practice which may 
on the surface appear ‘neutral’, but adversely and unjustifiably affects people with a 
Protected Characteristic more than others.  The most common example is requiring a 
job to be done full time rather than part time.  This would adversely affect women 
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because they usually have greater childcare commitments than men, and would be 
discriminatory unless it is possible to justify that requirement.  

Disability discrimination: includes direct and indirect discrimination because of a 
disability, together with any unjustified less favourable treatment, and a failure to make 
reasonable adjustments for the disabled individual.  For example, a requirement for 
employees to hold a valid driving licence for a job which involves little travelling could be 
discriminatory for someone who cannot drive as a result of their disability. 

Victimisation: subjecting a person to any detriment or ill treatment because they have 
complained about discrimination or supported someone else’s complaint. For example, 
it would be unlawful for a manager not to give an employee a pay rise in an annual 
review, just because the employee had claimed recently that he had been discriminated 
against on the grounds of his race. 

Harassment: subjecting an individual to unwanted conduct related to a Protected 
Characteristic which has the effect of creating an intimidating, hostile, degrading, 
humiliating, or offensive environment for that individual or violating someone’s dignity 
because they possess a Protected Characteristic.  This includes sexual harassment.  

3. Equality of Opportunity 

3.1 It is a fundamental principle of our policy that all people are equally valued regardless of 
any Protected Characteristic that they may hold, or be perceived to hold. 

3.2 We strive to ensure that equality of opportunity is maintained in the following areas: 

a) recruitment and selection; 

b) promotion, appraisal, transfer and training; 

c) terms of employment, benefits, facilities and services; 

d) grievance and disciplinary procedures; and 

e) dismissals, resignations and redundancies. 

3.3 Recruitment and employment decisions will be made on merit, on the basis of fair and 
objective criteria.  Individuals will be assessed according to their capability to carry out a 
given job and assumptions will not be made that only certain types of person will be 
able to perform certain types of work. Our selection procedures are reviewed from time 
to time to ensure that they are appropriate for achieving our objectives and for avoiding 
unlawful discrimination. 

3.4 The requirements of job applicants and existing members of staff who have or have had 
a disability should be reviewed to ensure that whatever possible reasonable 
adjustments are made to enable them to enter into or remain in employment with us.  
We encourage any member of staff with a disability to tell us so that we can discuss any 
reasonable adjustments that might be necessary.  

3.5 Job specifications should be limited to those requirements which are necessary for the 
effective performance of the job and will not contain wording that may discourage 
particular groups from applying.  

3.6 Interviews should be conducted on an objective basis and personal or home 
commitments will not form the basis of employment decisions. Job applicants should not 
be asked any questions which might suggest an intention to discriminate on grounds of 
a Protected Characteristic, nor should they be asked about health or disability before a 
job offer is made, except in the very limited circumstances allowed by law. 

3.7 Appropriate training should be provided, where possible, to enable staff to implement 
and uphold our commitment to equality of opportunity.  In certain circumstances an 



Page 3 of 3  Equality Opportunities Policy v1.2 

April 2021 

employee can be personally liable for discrimination against a fellow employee or job 
applicant. 

3.8 We ensure that all managers and supervisors above are provided with the appropriate 
equal opportunities training where necessary, which may be updated as required.  
Other staff may also be required to attend equal opportunities training.  Attendance at 
training is compulsory if you are notified that you should attend a course.  

3.9 We monitor our use of fixed term, part time employees and agency workers, and their 
conditions of service, to ensure they are being offered appropriate access to benefits, 
training, promotion and permanent employment opportunities.  We monitor their 
progress to ensure they are accessing permanent vacancies and ensure that any 
requests to alter working hours from all staff are dealt with appropriately. 

4. Breach of this policy 

4.1 We take a strict approach to breaches of this policy.  Any failure to apply this policy or 
evidence of discrimination, harassment, or victimisation will result in disciplinary action 
against the relevant employee.  Serious cases of deliberate discrimination may amount 
to gross misconduct resulting in dismissal. 

4.2 If you believe that you have suffered discrimination you can raise the matter through our 
Grievance Procedure.  Complaints will be treated in confidence and investigated as 
appropriate 

4.3 You must not be victimised or retaliated against for complaining about discrimination. 
However, making a false allegation deliberately and in bad faith will be treated as 
misconduct and dealt with under our Disciplinary Procedure. 

5. Monitoring and Review 

This policy was last updated on 28th April 2021 and will be reviewed and republished 
no longer than two years after this date. 

6. Related Policies 

 Anti-Bullying and Harrassment Policy  

 Disciplinary Procedure 

 Grievance Procedure 


