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INTRODUCTION

The Moray Council believes in, and is committed to, the principle of equality of opportunity. The Council recognises its responsibilities as a community leader, service provider and employer to encourage the fair treatment of all individuals and to tackle social exclusion.  It also recognises the benefits this brings to the community, the Council and its employees.

This Equality Strategy will enable the Council to follow through this commitment and as a minimum meet relevant legislative requirements. 

The strategy applies to all services and employees of the Council and is fully supported and endorsed by both the elected members and Corporate Management Team.




LEGAL CONTEXT

Legislation is important in setting standards for behaviour. The government has been building up a legislative framework to outlaw discrimination and promote equal opportunities across the public sector and beyond for many years.  

One of the latest steps in this is the Local Government in Scotland Act 2003. This Act obliges local authorities to discharge their functions under that Act in a manner which encourages “equal opportunities” and in particular, the observance of the “equal opportunities requirements” i.e. in securing Best Value, participating in Community Planning and advancing well-being. 

In particular it means that equal opportunities requirements are reflected in the Council’s objectives and highlighted in all plans at corporate and service level.  There must also be recognition that all groups in the community do not have the same resources, situations and needs; therefore the Council must ensure that these issues are reflected in the planning, designing and improving of our services.  Consideration of these issues must also be reflected in the Community Planning process to ensure that all community planning partners mainstream equal opportunities into their planning, designing and improving services.

Mainstreaming is an approach to delivering equality within an organisation.  It is primarily a long-term strategy aimed at ensuring that equal opportunity principles and practices are integrated into every aspect of an institution from the outset.  The focus should not only be internal (mainstreaming equality principles into employment policies and practices) but also external (mainstreaming equality principles into customer service delivery).  Mainstreaming provides a framework that facilitates and complements equal opportunities legislation and other quality measures.

Additionally the Act places duties on the Council to report progress against performance standards to the public on a regular basis. The Council must tell stakeholders what quality of service is being delivered and what they can expect in the future.  The Council will then have a responsibility to report progress against this Strategy to the public on a regular basis.

The Act defines “equal opportunities” as the prevention, elimination or regulation of discrimination between persons on grounds of sex, marital status, race, disability, age, sexual orientation, language, social origin, personal attributes, beliefs or opinions. Observing the “equal opportunities requirements” in effect means observing all the laws regarding equal opportunities. The strategy will need to be updated as required when changes to the legislation take place.

A brief summary of the Local Government in Scotland Act 2003 and other equal opportunities legislation forms Appendix 3.
The Council recognises its statutory equality duties and is committed to meeting them. Development of policy and practice is crucial in underpinning this.  Tackling this is not new but this strategy will effectively pull all the Council’s work on this together and take it forward in a more unified manner.

The strategy is consistent with and builds upon the Council’s Race Equality Scheme 2003-2005, adopted in November 2002.  The Race Equality Scheme is available on request.
POLICY STATEMENT

We are committed to ensuring, in everything that we do, that no-one receives less favourable treatment on any grounds including sex, marital status, race, disability, age, sexual orientation, language, social origin, personal attributes, beliefs or opinions. 

We are also committed to ensuring, in everything that we do that our society is founded on fairness, equality and opportunity for all.

We oppose all forms of discrimination, direct or indirect, and aim to eliminate discriminatory practice and promote measures to combat its effects.

We will ensure that these commitments are reinforced at the highest level through our decision-making processes, strategies and plans.

Aims

As Community leader: 

· to set standards for best practice.

As Service Provider: 

· to ensure our policies recognise and reflect equal opportunities;  

· to respond to equality issues in service delivery and provision ; and

· to provide information in formats, methods and locations which reflect the needs of the service users.

As Employer: 

· to work towards a culture of fairness for all employees;

· to have a workforce which is representative of the diversity within our local community;

· to ensure employment opportunities are open to all; 

· to ensure employment decisions are discrimination free; 

· to raise awareness amongst employees of equality issues;

· to ensure employees adopt and promote equal treatment for all.

COMMUNITY LEADER
Within the Local Government in Scotland Act 2003, the Council is given the “Power of Well-Being”.  As a result Councils are no longer restricted to a defined range of specific function in legislation as this Power gives them the broad ‘can-do’ power to promote and improve the well being of their area. Equality forms an essential part of a community’s sense of well being.

The Council also has a duty to facilitate the community planning process through the Community Planning Partnership which should develop and set out a joint vision with agreed objectives for the area contained in the Community Plan.  As part of this process, the Partnership must observe equal opportunity requirements and encourage equal opportunities. 

With the powers of the Act for community planning, and the Power of Well-Being, it formalises the community leadership role already undertaken by some Councils.  But it allows all councils to develop more innovative forms of joint working likely to arise through demands of Community Planning.  This Act allows and encourages Council and Community Planning Partnerships to work together across boundaries on important strategic and service issues.

Over and above this, we aim, as Community Leader, to set standards for best practice.

In order to set standards for best practice we commit to:

· complying with all equalities legislation ourselves;

· leading by example; and

· sharing best practice with partners in the Community Planning Partnership.

We, with our partners, have already applied successfully to the European Fund for funding to recruit and appoint an Equal Opportunities Specialist.  The recruitment process will be undertaken, an appointment made and then specialist advice on equalities issues will be available to support members, officers and partners.

SERVICE PROVIDER

In our Corporate Plan we stated that “access to Council services … will be provided to all sections of the Community” and that we are “committed to equal opportunities and will take steps … to ensure fair access to services.” We further stated that “all documents will be written in plain understandable language”.

The Council’s Race Equality Scheme sets out actions to ensure race equality in service provision. The Council will report on progress against actions in the Scheme annually in October of each year. This strategy addresses wider equality issues.

In aiming to make better policies, services and provide better information we are aiming to ensure that:

· there is no  institutional discrimination, 

· services and information about services are accessible,

· different needs are recognised and reflected in service planning, design and delivery,

· assistance is provided to people who require it in accessing Council services and engaging with the Council, and

· there is no inequality in service provision.

This will involve promoting equal opportunities in all aspects of service provision and all members, managers and employees accepting their responsibilities for good equal opportunities practices and working together towards a positive approach and a culture of fairness and equal treatment for all.
In order to ensure our policies recognise and reflect equal opportunities we commit to:

· mainstreaming equalities issues into our decision making processes; and

· consulting relevant stakeholder groups on policy issues, equality objectives and performance against equality measures.

In order to respond to equality issues in service delivery and provision we commit to:

· mainstreaming equalities issues into service provision;

· consulting the community, staff and stakeholder groups on their different resources, needs and situations, in setting service standards and targets and in reviewing services; and

· developing a process of equality impact and needs/requirements assessment.

In order to provide information in formats, methods and locations which reflect the needs of the service users we commit to:

· understanding the different needs of service users; and

· developing a corporate approach to addressing the needs of service users.

We have already completed an audit of Council premises regarding physical access for disabled persons.  Barriers to access have been identified and an Action Plan agreed to overcome/remove the physical barriers identified.

Complaints offer the Council an opportunity to understand the view of the customer, to put things right when things have gone wrong and to improve our services in an open and accountable way.  Complaints will be dealt with as provided for in Appendix 2.

EMPLOYER

The Council’s Race Equality Scheme sets out actions to ensure race equality in employment. This strategy addresses wider equality issues.

We aim to be a good employer and to promote equal opportunities in all aspects of employment. 

In order to work towards a culture of fairness for all employees we commit to:

· Strong, visible leadership;

· No discrimination in decisions on recruitment, promotion, training and development; and 

· Terms and conditions that are based solely on job-related ability and merit.

In order to work towards a workforce which is representative of the diversity in our local community we commit to:

· Identifying the profile of the community of Moray; and

· Improving equal opportunities monitoring, including the ethnic origin of all job applicants where possible.

In order to ensure employment opportunities are open to all we commit to:

· Policies being in line with our commitment to equal opportunities;

· No discrimination in decisions on recruitment;

· Procedures for publicity for vacancies that do not unfairly restrict the range of applicants; and

· Removing all potential barriers to recruitment.

In order to ensure employment decisions are discrimination free we commit to:

· Ensuring that non-discriminatory practices are in place.

In order to raise awareness amongst employees of equality issues we commit to:

· Ensuring training is in place to support the mainstreaming of equalities across all activities;

In order to ensure employees adopt and promote equal treatment for all we commit to:

· Investigating fully all complaints of discrimination against employees;

· Encouraging employees to report concerns; and

· Recognising good practice as it occurs.

The Council is assured of the support of all employees in implementing this strategy and recognises the important role that we all play in achieving this.

Employees of the Council must:

· adhere to the Council commitment to equality of opportunity in their work;

· behave in non – discriminatory ways towards colleagues and the public;

· work together towards a culture of fairness and equal treatment for all;

· not themselves or encourage others to practice discrimination;

· advise management if they suspect that discrimination is taking place; 

· not victimise anyone who makes a complaint or aids a complainant.
The Council is an equal opportunities employer.  Any complaints relating to employment should be dealt with through the normal grievance / harassment procedures.

IMPLEMENTING THE STRATEGY

An equalities policy statement by itself not enough. It needs to be appropriate, understood and carried into practice. There is therefore a need for consultation, training, action, and monitoring. 

To help drive this strategy forward the Council will set up a standing Equalities Working Group who will be provided with a clear remit in this area.

Additionally, the Council will implement, monitor and report on the actions within the Race Equality Scheme. 

Consultation

The Council has developed a Consultation and Engagement Strategy as part of the Community Planning process.  This will review existing methods of consultation, consider innovative ways to consult and the possible use and effect of an equalities forum.  We will meantime continue to work with existing consultation networks.  

As an aid to the Consultation and Engagement Strategy the Council shall shortly appoint an Equalities Officer who will work to identify the composition of the community.

Training

Training is integral to mainstreaming equalities across the Council.  Members, managers and staff all need to have an awareness of equalities issues as well as an understanding of their responsibilities under legislation and in terms of this strategy. Given the importance of training in underpinning the success of this strategy, the Council commits to training for all appropriate to their needs and roles within the Council.  To this end, we have delivered a seminar for members on equalities issues and as incorporated within our Action Plan we will develop and implement a Training Plan for staff.

Action Plan 

This is attached as Appendix 1 and highlights the actions required to meet the commitments given, the outcomes expected, the officers responsible for progressing the actions and the timescales within which it is envisaged that the tasks will be completed.

Monitoring

Monitoring is a way of ensuring that our equality policy and strategy are being implemented and are working.  It is a way of checking that no-one is being treated unfairly in our employment practices and in our service delivery. It will highlight whether any particular action has been effective and if any additional action is required.

Elected members, Chief Officers, Heads of Service and employees all have responsibilities for ensuring that the aims and objectives set out in the Action Plan are achieved. It is particularly important that Members and the Corporate Management Team provide the leadership to ensure effective implementation of the strategy.

The remit of the standing Equalities Working Group will include the monitoring of progress against actions within the Action Plan, progress with actions in the Race Equality Scheme and the feeding of information about this, including any concerns and the need for further work, to the Corporate Management Team and members. 

Additionally, research and Measurement against equality performance indicators is integral to monitoring and essential to measuring progress. This will involve setting clear targets and monitoring compliance by way of annual reviews. To this end, and as incorporated within our Action Plan, we will:

· review performance information currently collected to inform the basis of performance measuring;

· identify gaps in information and prepare an action plan to fill the gaps;

· develop equality performance indicators; 

· integrate the equality performance indicators into the Council’s performance information systems; and

· develop and implement monitoring and evaluation frameworks that involves equalities groups in the scrutiny process.
Benchmarking. 

The audit/review of policies and practices highlighted in our Action Plan coupled with research will help us to establish the baseline information necessary for effective monitoring and evaluation.
Reporting arrangements

Not only will we monitor our progress against meeting actions within the Action Plan and performance against equality indicators but we will ensure that information on the Council’s performance is available to the public. In particular, there will be reports annually in October of each year, commencing October 2005, to the Council’s Audit and Performance Review Committee as well as reports to service committees at intervals to be agreed by those committees. 

Actions taken in the course of Community Planning shall be reported through the Community Planning Co-Ordinating Group on a regular basis.

April 2005-March 2006

Actions
Date
Outcomes
Responsibility

Raise Awareness

Deliver a seminar for members and senior officers on equalities issues.

Establish the profile of the Moray community using census information.

Finalise and implement Corporate Equalities Strategy
June 2005

June 2005

July 2005
· Seminar delivered.

· Members and senior officers gain an understanding of the legislation, issues and action required.

· Community profile established.

· Information on the make up and composition of the community is available to inform decision making.

· Corporate Equalities Strategy approved by Committee for implementation
Chief Executive.

Equal Opportunities Specialist

Corporate Policy Unit Manager

Consultation & Engagement

Support and implement the Consultation and Engagement Strategy as part of the Community Planning Partnership.

Assist with the development of the Citizens Panel and Local Neighbourhood Forums to ensure that the equalities groups have representation

Implement the Happy to Translate Logo pilot

Develop corporate methods to assist all stakeholders with accessing Council Services through the Customer Care Policy i.e. Language Line, face to face translators, loop systems, alternative format for documents, etc
July 2005

Dec 2005

Oct 2005 

Mar 2006
· Citizens Panel surveys undertaken. 

· Local Neighbourhood Forums established.

· Happy to Translate pilot implemented, evaluated and rolled out further within the Council.

· Corporate methods to assist stakeholders implemented and staff aware of the methods and how to access/use them
Corporate Policy Unit Manager.



Best Practice

Discuss with partners mechanisms for effective sharing of best practice.

Put agreed mechanisms in place.
Mar 2006
· Mechanisms agreed.

· Best practice recognised and shared between partners.
Equal Opportunities Specialist

Employer

Undertake workforce profiling. 

Compare workforce profile with community profile. 

Prepare Action Plan to address under representation. 
Jan 2006

Mar 2006

Mar 2006
· Workforce profile established. 

· Areas of under representation identified. 

Action is taken towards 

· making the workforce representative of the diversity within our local community and 

· ensuring that employment opportunities are open to all. 
Chief Legal Officer / Head of Personnel Services.

April 2005-March 2006

Actions
Date
Outcomes
Responsibility

Document References/Links

Reflect encouragement of equal opportunities and observance of equal opportunities requirements in Corporate Development Plan.

Include a section on equal opportunities and the observance of the equal opportunities requirements within Service Plans

Incorporate equal opportunities information within option appraisal and decision making processes, including all reports submitted to members.
Apr 2005

Mar 2006

Mar 2006
· Recognition and promotion of equalities issues at the highest levels within the Council.

· Equalities issues are recognised in service provision

· Revised Best Value Framework
Corporate Management Team.

Performance Management & QA Officer

Policy Assessment

Develop and distribute guidance to staff on equalities information to be incorporated.

Include an equality self-assessment of policies, practices and procedures in service planning process having regard to best practice.

Produce and issue a guidance document for staff.


Nov 2005

Jan 2006

Nov 2005
Equality issues are considered 

· in the formulation and design of all new policies 

· in service delivery and provision and

· when decisions are made.

· Staff have the knowledge to incorporate appropriate and relevant information into decision making processes and reports submitted to members.

· Current and future policies, etc are equal opportunities compliant.

· Staff have the knowledge necessary to carry out the self-assessment
Equal Opportunities Officer

Corporate Management Team / Heads of Service.

Race Equality Scheme

Review and implement requirements from the Race Equality Scheme for preparation of the Commission for Race Equality review


Sept-Nov 2005 
· Good assessment of Race Equality Scheme from Commissions for Race Equality
Equal Opportunities Officer




April 2006–March 2007

Actions
Date
Outcomes
Responsibility

Consult with the community on:

· their resources and  situations, 

· take-up of services,

· needs for services,

· needs for information and 

· the use of appropriate publicity materials for vacancies.


Dec 2006
Information is available to inform and support decision making, service provision and delivery, information formats/methods/location and publicity strategies.
Corporate Management Team / Corporate Policy Unit Manager / Heads of Service.

Happy to Translate

Develop and implement equality communication standards.

Develop and issue a guidance document for staff on communication standards, formats and supports.


April 2006
Communication is in forms appropriate to the needs of service users.

All staff know about standards and have access to tools which will assist them in dealing with the public e.g. Language Line, Translation Handbook, Racial Incident Monitoring Form. 
Chief Executive / Corporate Policy Unit Manager.

Create and maintain a central database of individuals who require information in alternate formats. 
Jan 2007
Information is automatically provided to individuals according to their needs. 
Chief Executive / Corporate Policy Unit Manager.

Training

Develop and commence a Training Plan for staff on equality issues. 

E-learning equal opportunities package available from 1st April 2006.


April 2006
· Plan developed.

· Commitments are reinforced through training.

· Awareness of equalities issues is raised.

· Responsibilities are understood by all.

· Employees adopt and promote equal treatment for all.

· Mainstreaming of equalities across all areas of service provision and all staff groupings is supported.

Consider attitude survey before and after training.
Chief Legal Officer/ Head of Personnel Services/ Senior Employee Development Adviser.



Race Equality Scheme

Produce Public Performance Report 

Impact Assess all functions and policies recorded as High Priority

Monitor race equality through Service Improvement Plans, Racial Incidents Monitoring Form and Complaints
Oct 2006

Mar 2007

Mar 2007
· Public Performance Report produced against actions

· High Priority functions and policies are assessed to meet race equality legislation. 

· Monitoring of race equality 
Equal Opportunities Officer / Heads of Service

Disability Equality Scheme

Develop and Promote Disability Equality Scheme 
Dec 2006
Embed disability equality into the Council and assess functions and policies for impact on disability equality.
Equal Opportunities Officer / Heads of Service

Gender Equality Scheme

Undertake equal pay audits and reviews.

Prepare Action Plan to address any areas of discriminatory practice.

Develop and Promote Gender Equality Scheme
Jan 2007

Mar 2007
Audit/reviews produced.

Pay and reward systems meet legal requirements.

Embed gender equality into the Council and assess functions and policies for impact on gender equality
Chief Legal Officer / Head of Personnel Services.

Equal Opportunities Officer / Heads of Service

Amend Best Value Framework to reflect encouragement of equal opportunities and observance of equal opportunities requirements.
Dec 2006
Equality issues taken account of and considered in best value reviews of services.


Chief Executive / Corporate Policy Unit Manager.

April 2007-March 2008

Actions

Outcomes
Responsibility

Review performance information currently collected.

Prepare an Action Plan to fill gaps identified.



Gaps in information identified.

Information is available to inform the basis of performance measuring.


Corporate Management Team / Research and Information Officers.

Develop a framework for policy review including employment policies.

Mechanisms in place to ensure:

· Policies meet legislative requirements

· Stakeholder groups are consulted on policy issues.

· Areas of discriminatory practice are identified.


Chief Executive / Corporate Policy Unit Manager.

Undertake comparability studies of workforce.

Prepare Action Plan to address any areas of discriminatory practice.



Studies produced.

All staff are treated equally and without discrimination.


Chief Legal Officer / Head of Personnel Services.



2008

Actions

Outcomes
Responsibility

Consult with the community on:

· equality objectives

· service standards, and

· service targets.



Information is available to inform and support development of equality objectives, service standards and targets.


Corporate Management Team / Corporate Policy Unit Manager / Heads of Service.

Develop and incorporate equal opportunities aims and objectives into key strategic policies such as the Corporate Development Plan and in  Service Improvement Plans.



Commitments stated.

Actions prioritised within plans.


Corporate Management Team / Heads of Service.

Carry out equality action planning and equality target setting within all service areas.



Service standards and targets set in relation to equalities issues.
Corporate Management Team / Heads of Service.



Develop equality performance indicators and integrate these into performance information systems.



Information on the Council’s performance on equalities issues is available.
Corporate Management Team / Research and Information Officers.

Develop and implement monitoring and evaluation frameworks that involve equalities groups in the scrutiny process.



The Council’s performance on equalities is monitored and evaluated.
Corporate Management Team / Research and Information Officers.

Take account of equalities issues in our procurement strategy.



Contractors are obliged to comply with the relevant legislation.
Finance & ICT

Complaints

Members of the Public

There are three separate complaints guides – for Adults, for People with Learning Disability and for Young People.

We will deal promptly and effectively with all complaints. Complaints will be dealt with positively and within agreed timescales.

All complaints of discrimination will be taken most seriously, dealt with sensitively, be fully investigated and appropriate action taken. 

A Racist Incident Monitoring Form has been designed to give people the opportunity to report incidents of a racist nature.

Copies of the complaints guides and racist incident form can be obtained from the Access Points, from the Corporate Policy Unit Manager, tele 01343 563050 or from the Council’s web site www.moray.gov.uk 

The Racist Incident Monitoring Form is also available from other community safety partners, mainly Police, Fire and NHS. These forms are analysed centrally across Grampian by Grampian Race Equality Council.  The Community Safety Racial Equality Sub-Group considers these statistics and any work required.





SUMMARY OF EQUAL OPPORTUNITIES LEGISLATION



Equal Pay Act 1970
An individual (man or woman) has the right to the same contractual pay and benefits as a person of the opposite sex in the same employment, where the man and the woman are doing:

· Like work;  or

· Work rated as equivalent under an analytical job evaluation study;  or

· Work that is proved to be of equal value.

The same pay and benefits need not be given if it can be proved that the difference is genuinely due to a reason other than one related to sex.


It covers indirect discrimination as well as direct discrimination i.e. where the pay difference is due to a condition or practice which applies to men and women but which adversely affects a considerably larger proportion of one sex than the other and it is not justifiable irrespective of sex, to apply that condition or practice.


This applies to people who are "employees" and others engaged under a contract personally to execute work or labour.

Rehabilitation of Offenders Act 1974
A person convicted of a criminal offence is entitled to have the slate wiped clean after a certain period of time.  The general rule is therefore that spent convictions must be ignored for all purposes.

Sex Discrimination Act 1975
Men and women should not receive less favourable treatment on the grounds of their sex or marital status.

Sex discrimination against individuals is prohibited in areas of employment and education, in the provision of goods, facilities and services and in the disposal or management of premises. 

Victimisation because someone has tried to exercise his or her rights under this or the Equal Pay Act is prohibited.

The Act prohibits direct and indirect sex discrimination.  There are special provisions about discrimination on the grounds of gender re-assignment.


Direct sex discrimination = this is where a woman (or man) is treated less favourably than a person of the opposite sex in comparable circumstances is, or would be, because of her (or his) sex.




Indirect sex discrimination = where a condition or practice applies to everyone, but in practice the great proportion of those who can comply are of one sex.




Employment:  In general, it is unlawful for an employer to discriminate directly or indirectly on grounds of sex or marriage in recruitment, treatment at work and dismissal.  It covers "employees" and some other workers.

Education:  Schools must not discriminate directly or indirectly on grounds of sex in the way they treat or admit students.  Education Authorities must not discriminate in carrying out their functions under the Education Acts.




Provision of goods, facilities and services and premises: With a few exceptions, it is unlawful to discriminate directly or indirectly on the grounds of sex in the provision of goods, facilities or services to the public, or a section of the public or in the disposal or management of premises.

Race Relations Act 1976
It unlawful to discriminate against anyone on grounds of race, colour, nationality (including citizenship), or ethnic or national origin).

Unlawful race discrimination can be either direct or indirect.

Direct racial discrimination means treating a person less favourably than another on racial grounds.

Indirect racial discrimination means that a requirement or condition which is applied to everyone:




· Can only be met by a considerably smaller proportion of people from a particular racial group;

· Is to their detriment;  and

· Cannot be justified on non-racial grounds.

Racial grounds are on the grounds of colour, race, nationality or ethnic or national origin.




In addition, there is a General Duty placed upon local authorities. The Council, in carrying out its functions, is to have due regard to the need to eliminate unlawful race discrimination and to promote equal opportunities and good race relations between people from different racial groups.

The Act also enables Scottish ministers to impose specific duties on local authorities e.g. Race Equality Scheme.

The Employment Act 1989 and the Employment Rights Act 1996
It is unlawful to discriminate in respect of sex, maternity and other employment rights.  



The Disability Discrimination Act 1995
This makes it unlawful to discriminate against a person on grounds of disability.  The law covers employment and access to goods and services as well as education.  From October 2004 service providers will be expected to make reasonable adjustments to remove physical barriers to access.

Local Government and Housing Act 1989 Section 7
Every appointment of a person to a paid offer or employment in a local authority is to be made on merit.  




This means that the arrangements made for the purposes of determining who should be offered employment (and arrangements covers all aspects of recruitment, including failure to consider an application or even to seek an application or criteria applied to determine an application) must not be discriminatory and contrary to equal opportunities.  It also covers a failure to provide an opportunity for a transfer and/or promotion.

Human Rights Act 1998 Section 6, 

ECHR Article 14
It unlawful for a public authority to act in a way that is in incompatible with a convention right i.e. the European Convention of Human Rights (ECHR).  




Article 14 of this provides "the enjoyment of the rights and freedom set forth in this Convention shall be secured without discrimination on any grounds such as sex, race, colour, language, religion, political or other opinion, national or social origin, association with a national minority, property, birth or other status".

Protection From Harassment Act 1997
No individual is to be subjected to a course of conduct that amounts to harassment.  "Conduct" includes speech "harassment" occurs in circumstances where it would appear to a reasonable person that it would amount to harassment. 

Public Interest Disclosure Act 1998
A worker is not be subjected to a detriment by any act, or deliberate failure to act, by his employer done on the ground that the worker has made a protected disclosure i.e. a disclosure of information which, in the reasonable belief of the worker, tends to show that:




· a criminal offence has been committed, is being committed or is likely to be committed

· a person has failed, is failing or is likely to fail to comply with any legal obligation to which he is subject

· a miscarriage of justice has occurred, is occurring or is likely to occur

· the health or safety of any individual has been, is being or is likely to be endangered




· the environment has been, is being or is likely to be damaged,   or

any matter falling within any one of the preceding paragraphs has been, is being or is likely to be deliberately concealed.

The Housing (Scotland) Act 2001, Section 106
Local Authorities, in exercising functions under the Act, must do so in a manner that encourages “equal opportunities” and the observance of the “equal opportunities requirements”.*

Local Government In Scotland Act 2003

Sections 1, 17, 59
Local authorities are to discharge their functions under this Act in a manner which encourages “equal opportunities” and in particular the observance of the “equal opportunities requirements” i.e. in securing best value, participating in community planning and advancing well-being.*

*
"Equal opportunities” is the prevention, elimination or regulation of discrimination between persons on grounds of sex, marital status, race, disability, age, sexual orientation, language, social origin, personal attributes, beliefs or opinions.  

“Equal opportunities requirements” are the requirements of the law from time to time re equal opportunities.




EQUALITY STRATEGY











If you would like to obtain copies of this document in alternative formats or languages, please call (01343) 563050.
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