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Equal Opportunities 

 

Sibcas Ltd is an equal opportunities employer and is committed to eliminating discrimination and to 

encouraging, valuing and managing diversity.  

 

This policy sets out the Sibcas approach to promoting Equality of Opportunity with the primary aim to ensure 

that no job applicant or employee receives less favourable treatment. Our policy in compliance with the 

Equality Act 2010 makes it unlawful to discriminate directly or indirectly, in the recruitment or employment 

because of a protected characteristic. The protected characteristics are: 

 gender (including gender re-assignment),  

 race  

 disability  

 colour 

 nationality  

 ethnic or national origin 

 marital status  

 sexuality  

 responsibility for dependants 

 religion or belief  

 trade union activity 

 age 

 

Selection criteria and procedures will be kept under review to ensure that individuals are selected, promoted 

and treated on the basis of their relevant merits and abilities. All employees will be given equality of 

opportunity within the company’s service and will be encouraged to progress within the organisation.  
 

The company will endeavour to attain a workforce that is representative of the communities from which it is 

drawn. To ensure that direct or indirect discrimination is not occurring, recruitment and other employment 

decisions will be regularly monitored in conjunction with ethnic records of job applicants and existing 

employees. The company is committed to a programme of action to make this policy fully effective. 
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EQUAL OPPORTUNITIES ARRANGEMENTS 

 

1. The overall responsibility for ensuring that the policy is carried out rests with the Company Secretary 

 

2. The Company Secretary will advise all those employees who are in supervisory positions at 

whatever level, of the company policy on equal opportunities and will give advice and training as 

necessary. The supervisors in turn will communicate the policy to their subordinates. In addition, a 

copy of the policy will be displayed in a prominent place at each location where the company 

operates. New employees will receive guidance on the policy as part of their induction training. 

 

3. The company recognises and understands that discrimination may be of a direct or indirect nature. 

The Race Relations Act 1976 makes it unlawful to discriminate against a person directly or indirectly. 

 

For the benefit of all employees, the following definition should assist in explaining the distinction 

between direct and indirect. 

 

Direct discrimination consists of treating a person, on racial grounds, less favourably than others are 

or would be treated in the same or similar circumstances. 

 

Indirect discrimination consists of applying in any circumstances covered by the act a requirement or 

condition which, although applied equally to all persons of all racial groups, is such that a 

considerably smaller proportion of a particular racial group can comply with it and it cannot be shown 

to be justifiable on other than racial rounds. Possible examples are: 

 

A rule about clothing or uniforms which disproportionately disadvantages a racial group and cannot 

be justified. 

 

An employer who requires higher language standards than are needed for safe and effective 

performance of the job. 

 

4. An analysis of the composition of the workforce will be carried out on a regular basis to establish 

whether any group is under-represented. 

 

5. All recruitment advertisements must be cleared by the Company Secretary who will check on their 

suitability with regard to equal opportunity. Additionally, advertisements will not be placed in 

publications which would exclude or reduce the numbers of applicants from particular groups. 

 
6. Selection criteria for recruitment, transfer, promotion etc must be applied fairly regardless of the 

individuals gender (including gender re-assignment), race, disability, colour, nationality, ethnic or 

national origin, marital status, sexuality, responsibility for dependants, religion or belief, trade union 

activity or age. Selection criteria must also be relevant to job requirements and must not be set to 

discriminate against any particular group. 

 

7. Terms of Employment will be applied uniformly to the workforce regardless of gender (including 

gender re-assignment), race, disability, colour, nationality, ethnic or national origin, marital status, 

sexuality, responsibility for dependants, religion or belief, trade union activity or age. 

 

8. Where reasonably practicable, the religious/cultural needs of particular employees will be met. 

 

9. After taking into account the racial composition of the population in the recruitment area the 

company will if necessary set up formal procedures to monitor the ethnic composition of job 
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applicants, new recruits and employees applying for promotion or transfer, to ensure that ethnic 

minorities or any other minority group are not unduly under-represented. 

 

10. It should be clearly understood by all employees of the company that any form of discrimination will 

be treated as a disciplinary offence. Non-compliance with the policy will be investigated by the 

Company Secretary and where necessary disciplinary action will be taken against those concerned. 

 

11. It is the intention of the Company to monitor and to constantly review it’s arrangements for promoting 

equal opportunity. In this connection, employees and managers are requested to bring to the 

attention of the Company Secretary aspects where they feel improvement may be made. Fairness in 

the area of racial equality requires the commitment of all employees and it follows that any failure to 

observe good practice at any level will be taken seriously by the company. 

 

12. The company seeks to maintain a working environment which is free of harassment and bullying. 

The company has produced a separate policy on harassment which is available from the Company 

Secretary. 

 

13. This policy has been agreed by the Board of Directors and will be reviewed annually by the Board. 

All personnel policies will be kept under review to ensure compliance with this policy. 

 

 

WILLIAM STORRIE        Date: 01
ST

 APRIL 2017 

 
 

 
 
DIRECTOR / COMPANY SECRETARY 
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HARASSMENT POLICY 

 

Harassment is a distressing, unpleasant experience and the company seeks to maintain a non-

discriminatory working environment which is free of harassment and bullying, particularly of a sexual 

(including sexual orientation), racial, religious, age or disability based nature. 

 

All allegations of harassment will be dealt with sensitively, thoroughly, promptly and, where possible, in 

confidence. 

Harassment on the grounds of sex, sexual orientation, race, religion, age or disability is unlawful, and both 

the company and the harasser may be legally liable. 

 

Harassment may take many forms, from “banter” to actual physical violence. It may be repeated behaviour, 

or in serious cases, may involve only a single incident. 

 

Examples of harassment 

 

•  Insults, derogatory comments, ridicule, pranks or “jokes” of a sexual, racial or religious nature or 

regarding someone’s age or disability 

• Lewd or suggestive comments about appearances or personal life and sexual Activities 

• Inappropriate body contact 

• Display or circulation of sexually suggestive material (e.g. pin-ups), or racist material 

• Requests for sexual favours, including the threat of dismissal, loss of promotion for refusal 

• The issuing of menial or demeaning tasks simply on the grounds of someone’s age or disability. 

 

The above are examples only of what may be considered inappropriate. It must be borne in mind that it is for 

each individual to determine what behaviour is acceptable to them and what they consider offensive. 
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REMEDIES 

Employees who feel that they are being harassed, or are uncomfortable about an aspect of the work 

environment should make it clear to the harasser that the behaviour is unacceptable. The company 

recognises that the employee may feel unable in some cases to approach the harasser directly, and advice 

can be sought from the Company Secretary on how the matter can be dealt with informally. 

 

If any informal approaches are ineffective, or in the cases of serious harassment or bullying, employees 

should bring a formal complaint in writing under the Company’s grievance procedure. In view of the 

sensitivity of the complaint, the employee may wish to approach the Company Secretary at first instance 

directly rather than his/her immediate line manager. 

 

Any employee who is accused of harassment or bullying will be dealt with under the company’s disciplinary 
procedure. Depending on the nature of the complaint, it may be necessary to temporarily transfer the alleged 

harasser to another department, or where this is not possible to suspend him or her on full pay. 

 

All parties involved in any complaint are expected to respect the need for confidentiality during the resolution 

of any complaints, and disciplinary action may be taken against any party who breaches this. 

 

Where an employee is found guilty of an act of harassment or bullying, he or she will be dealt with in terms of 

the company’s disciplinary procedure. In serious cases of harassment or bullying, the harasser may be 

summarily dismissed. 

 

No detriment will occur against any employee who brings a complaint of harassment or bullying, unless it 

can be shown that the complaint was brought in bad faith or spitefully. In this case, the employee will be 

dealt with through the company’s disciplinary procedure. 
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