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St Paul’s. Cambridge Parochial Church Council

EQUALITY, INCLUSION & DIVERSITY POLICY

We are committed to providing equal opportunities in employment and in access to any facilities and services provided by or available at our premises. Our aim is to provide an environment free of harassment, bullying and discrimination where no-one is disadvantaged by conditions or requirements that cannot be shown to be justifiable. This policy is intended to assist putting this commitment into practice.   

THE LAW
It is unlawful to discriminate directly or indirectly in recruitment or employment because of a ‘protected characteristic’.  The Equality Act defines the protected characteristics as being age, disability, sex, gender reassignment, pregnancy, maternity, race (which includes colour, nationality, caste and ethnic or national origins), sexual orientation, religion or belief, or because someone is married or in a civil partnership.   
Discrimination after employment may also be unlawful, e.g. refusing to give a reference for a reason related to one of the protected characteristics.

It is also unlawful to discriminate against or harass a member of the public or service user in the provision of services or goods or 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.

TYPES OF UNLAWFUL DISCRIMINATION

Direct discrimination is where a person is treated less favourably than another because of a protected characteristic. However, discrimination may be lawful if there is an occupational requirement which is core to a job role and a proportionate means of achieving a legitimate aim.

Indirect discrimination means putting in place, a rule or policy or way of doing things that has a worse impact on someone with a protected characteristic than someone without one, when this cannot be objectively justified.

Harassment is where there is unwanted behaviour related to a protected characteristic (other than marriage and civil partnership, and pregnancy and maternity) which has the purpose or effect of violating someone’s dignity or which creates a hostile, degrading, humiliating or offensive environment. It does not matter whether or not this effect was intended by the person responsible for the conduct.

Associative discrimination is where the individual treated less favourably does not have a protected characteristic but is discriminated against because of their association with someone who does e.g. the parent of a disabled child.  

Perceptive discrimination is where the individual discriminated against or harassed does not have a protected characteristic, but they are perceived to have a protected characteristic.

Third-party harassment occurs where an employee is harassed by third parties such as service users, due to a protected characteristic. 

Victimisation is treating someone unfavourably because they have taken some form of action relating to the Equality Act i.e. because they have supported a complaint or raised a grievance under the Equality Act 2010, or because they are suspected of doing so. However, an employee is not protected from victimisation if they acted maliciously or made or supported an untrue complaint. 

Failure to make reasonable adjustments is where a rule or policy or way of doing things has a worse impact on someone with a protected characteristic compared with someone who does not have that protected characteristic and the employer has failed to make reasonable adjustments to enable the disabled person to overcome the disadvantage.

OUR COMMITMENT
We are committed to avoiding unlawful discrimination in:
· the recruitment, selection, training, consideration for promotion and treatment at work for those who are employed in a paid or voluntary capacity whether full or part-time, within our organisation.
· access to membership of our councils, committees and other groups
· access to benefits, facilities and meeting spaces in our buildings and services we provide.

It is recognised that there are currently some differences in conditions surrounding service between those who are lay or ordained, and also that some lay posts may nevertheless give rise to a genuine occupational requirement that the post-holder has a commitment to the Christian faith. However, St Paul’s Parochial Church Council will work to ensure that there is no discrimination on grounds of race, colour, nationality – including citizenship – or ethnic or national origins, disability, age, gender, sexual orientation, marital status, religion, lay or ordained status, or any other respect which cannot be shown to be a necessary requirement of the job or office concerned.

Some of the practical issues to give effect to our commitment are:
· We will consider making reasonable adjustments in recruitment as well as in day-to-day employment and volunteering. 
· We will provide information and guidance to those involved in recruitment or other decision making where equal opportunities issues are likely to arise to help them understand their responsibilities and to avoid the risk of discrimination.
· We will review employment and volunteering practices and procedures when necessary to ensure fairness, and also update them and the policy to take account of changes in the law.

We will take seriously complaints of bullying, harassment, victimisation and unlawful discrimination by employees, volunteers, customers, suppliers, visitors, the public and any others in the course of the organisation’s activities. Such acts will be dealt with as misconduct under the organisation’s grievance and/or disciplinary procedures, and appropriate action will be taken. Particularly serious complaints could amount to gross misconduct and lead to dismissal without notice.

We are committed to avoiding harassment by or of our staff, volunteers or by anyone else in connection with our activities.  UK law defines harassment in terms of the impact of speech, rather than the intentions of the speaker, and we are committed to ensuring that our people understand this and therefore we expect them to adopt a stance of loving curiosity about others' perceptions and experiences and about how speech will affect them.  We recognise that bias is often unconscious and are committed to working to recognise and address our biases.

All PCC members are responsible for supporting the organisation in meeting its commitment and avoiding unlawful discrimination.  All members should understand that they can be held liable for acts of bullying, harassment, victimisation and unlawful discrimination, in the course of their service, against fellow members, volunteers, employees, customers, suppliers and the public.

MONITORING AND REVIEW
This policy will be monitored periodically to judge its effectiveness and will be updated in accordance with changes in the law.   Any information provided by applicants, employees and volunteers for monitoring purposes will be used only for these purposes and will be dealt with in accordance with the Data Protection legislation. 

This policy was adopted by St Paul’s PCC on 14th July 2025 and will be reviewed annually.
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