EQUALITY, DIVERSITY AND INCLUSION POLICY
Policy Statement
FSASC is committed to the fair treatment of all children in its care, all employees (present or prospective), contractors and other temporary personnel, parents and carers. It is club policy that no child, employee or other person will receive less favourable treatment on the grounds of gender, disability, race, marital status, age, sexual orientation, responsibility for dependents, religion or beliefs, HIV status or any other inappropriate distinction or disadvantaged by conditions or requirements which cannot be shown to be justifiable. (Equality Act 2010

The law:

The Equality Act 2010 makes it is unlawful to discriminate directly or indirectly in recruitment or employment on the grounds of the protected characteristics defined in the act. These protected characteristics are:

· Age
· Disability
· Gender reassignment
· Marriage and civil partnership
· Pregnancy and maternity
· Race (including colour, nationality, ethnic or national origin)
· Religion or belief
· Sex
· Sexual orientation

Discrimination after employment may also be unlawful, e.g. refusing to give a reference for a reason related to one of the protected characteristics.

Subject to limited exceptions in some circumstances for religion or belief and sexual orientation, it is unlawful to discriminate directly or indirectly, harass or victimise a member of the public based on any of the protected characteristics in the provision of services or goods. It is unlawful to fail to make reasonable adjustments to overcome barriers to using services caused by disability. The duty to make reasonable adjustments includes the removal, adaptation or alteration of physical features, if the physical features make it impossible or unreasonably difficult for disabled people to make use of services. In addition, service providers have an obligation to think ahead and address any barriers that may impede disabled people from accessing a service.

Equality, Diversity and Inclusion Policy

It is the policy of the organisation to be firmly committed to equal opportunities by promoting equality and diversity whilst eliminating discrimination. Any form of discrimination against an employee, job applicant, family, service user or child relating to the characteristics protected under the Equality Act (2010) will not be tolerated, and complaints of discrimination, bullying, harassment and victimisation will be taken seriously. Through the channels of the Flora Stevenson After School Club’s grievance and disciplinary procedures, such acts will be treated as misconduct, or in particularly serious incidences, gross misconduct, which could lead to dismissal without notice. 

In accordance with the individual’s statutory protection against victimization, the club will seek to protect individuals from any form of victimization arising from their taking action in relation to their rights under the relevant legislation or making any complaint under the procedure.


All employees are entitled to be treated with respect and dignity and Flora Stevenson After School Club will not tolerate the victimisation, bullying behaviour or harassment of employees on the grounds of holding the protected characteristics, or believed to be holding such protected characteristics. In addition, Flora Stevenson After School Club does not tolerate bullying behaviour and harassment due to a person’s class or cultural background, physical appearance, accent or such characteristics attributed to them as a basis for bullying behaviour or harassment. 

Again as stated above The Club will treat a breach of this policy extremely seriously and will take appropriate disciplinary action (including summary dismissal and termination of contract) as deemed necessary.

All employees have a personal responsibility for the implementation of this policy. 

Application of Policy

This policy applies to:

· Pay and benefits
· Terms and conditions of employment
· Dealing with grievances and discipline
· Dismissal
· Redundancy
· Leave for parents
· Requests for flexible working
· Selection for employment, promotion, training or other developmental opportunities 
· All other aspects of employment
All terms and conditions of employment and related benefits shall be non-discriminatory, other than where there are legal grounds for discriminating such as in the case of gender specific jobs.  Applicants for employment will be assessed according to their skills, experience and suitably for the job.

This policy also applies to the treatment of our service users, families and children.  

If employees have any doubts as to the applicability of this policy, advice should be sought from the Chair Person.  

Remedies

If any employee believes that they have been discriminated against on any of the grounds referred to above, they may raise the matter informally with their immediate line manager or the Chair Person.  If the employee wishes to raise the matter further, they should invoke the clubs grievance procedure.

Inclusion

Reasonable steps must be taken to ensure that events, publications and policies of the organisation are inclusive.

Monitoring

There should be statistical monitoring and regular reviews to determine the inclusiveness of the organisation.

Rights of the Child

The organisation is committed to the principles enshrined in the UN Convention on the Rights of the Child (1989) and recognises the need to promote such rights, particularly articles: 31, the child’s right to culture, leisure, rest and play; 12, the child’s right to consultation; 23; supporting the particular needs of children with disabilities; and 18, state’s duty to support parents. The organisation is committed to GIRFEC and the SHANARRI framework. 

Part Time Employees
The club will not treat part-time workers less favorably than their full-time counterparts, just because they work part-time, unless there is an objective justification for such treatment. 


Training

The organisation will provide suitable training material and courses to staff, management and committee members on equality, diversity and inclusion as part of:

· Induction training for new staff/management committee
· Introducing new legislation
· Supporting staff or committee members dealing with discriminatory practice
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