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Breakthrough UK Ltd

Equal Opportunities Policy

Introduction

1.1 Breakthrough UK Ltd. exists to provide training, employment 

and independent living opportunities within the Social Model of Disability to disabled people who may experience disadvantage.

1.2 By "disadvantage" Breakthrough UK Ltd. means those who  

encounter social, attitudinal and physical barriers as a result of 

society’s failure to take account of their impairment(s).  Our target group therefore includes not only people with physical and sensory impairments, but also those who have experienced 

learning difficulties or mental health issues.

1.3 The Company is committed to redressing the discrimination 

widely experienced by disabled people in society.  We seek to 

reflect this commitment not only in our external activities but 

also in our internal policies and practices.  We will therefore aim 

to take positive action in favour of disabled people regardless of 

their impairment, gender, sexuality, marriage or civil partnership status, ethnic origin, pregnancy, age, faith and / or belief, or dependants, when recruiting staff.

1.4
Breakthrough UK Ltd recognises that unfair discrimination is unacceptable, and is committed to challenging discrimination and adopting and implementing practices which utilise the skills of a diverse workforce and enable the delivery of services to all sectors of the community.
Aim

2.1 It is the aim of Breakthrough UK Ltd. to ensure that no 

employee, client or job applicant receives less favourable facilities or treatment on grounds of their impairment, gender, sexuality, marriage or civil partnership status, ethnic origin, pregnancy, age, faith and / or belief or dependants and that individuals are not placed at a disadvantage by unnecessary imposed conditions or requirements which cannot be shown to be justified. 

2.2 Breakthrough UK Ltd. recognises that there are two main types of discrimination which are covered by the Equality Act 2010 – these are direct and indirect discrimination on the grounds of any of the nine "protected characteristics". However there is also good practice which may or may not be covered by legislation, and we would intend to always aim for good practice. 
2.3
“Protected Characteristics” under the Equality Act are: 

age

disability (impairment)
gender reassignment

marriage and civil partnership

pregnancy and maternity

race

religion or belief

sex

sexual orientation

2.4   Direct Discrimination

Direct discrimination occurs when a person or group is treated less favourably than another person because of a “Protected Characteristic”.
Segregating a person or group on the basis of their race is unlawful. It also is unlawful for an employer to discriminate against a job applicant whose conviction is spent. 

Under the Equality Act direct discrimination can also occur by association. This is where an individual is directly discriminated against because they are associated with another individual who has a protected characteristic.

In addition Perceptive discrimination is now covered in the Equality Act 2010. This is when an individual is directly discriminated against based on an incorrect perception that he or she has a particular protected characteristic.

2.5   Indirect Discrimination

Indirect discrimination occurs when a provision, criterion or practice is imposed which, although applied equally to all individuals or groups, is such that: 

· It puts people who share the same protected characteristic at a particular disadvantage compared with people who do not have this characteristic. 

· The business cannot show it as being a proportionate means of achieving a legitimate aim. (based upon the needs of the job / service).

For example:

· A dress policy which prevents women wearing trousers discriminates against women of a particular race or 

faith and / or belief;
· A higher language standard than is actually needed to do the job may discriminate on the grounds of nationality/race;
· A training policy which excludes part-time staff may

discriminate indirectly against women, who fill the majority of part-time jobs.
· A job advert that asks for a ‘youthful go-getter.’

(note that pregnancy and maternity are excluded from the indirect discrimination provisions).

3. Implementation

3.1 This policy is accompanied by an implementation framework, that describes:

a. The action we will take to implement the policy

b. Who will be responsible for the action

c. When the action will be completed

3.2 
This policy and the associated arrangements shall operate in 

accordance with the statutory requirements of the Human Rights Act and Equality Act. In addition, full account will be taken of any Codes of Practice issued by the Equality and Human Rights Commission and the Department for Work and Pensions. The company will also operate in accordance to guidance from the Department of Health, other relevant Government departments, and other statutory bodies.

3.3 This policy will be reviewed bi-annually by the Board of Directors or if there is a change in legislation.

Name & Position          Lorraine Gradwell     Chief Executive

Signed                          …………………….......................……
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1.     MANAGERIAL RESPONSIBILITIES
1.1 Breakthrough UK Ltd. because of its company aims and 


objectives, attaches particular importance to the rights of


disabled people.

1.2 It is the aim and the responsibility of Breakthrough UK Ltd. Management Team to ensure that no employee, job applicant, or client receives less favourable facilities or treatment because of their impairment, gender, sexuality, marriage and civil partnership status, ethnic origin, age, pregnancy or maternity, faith and / or belief or responsibility for dependants, and that individuals are not placed at a disadvantage by imposed conditions or requirements, which cannot be shown to be justified. 
1.3    Under the terms of this policy, managers are required 
to: 

1.3.1 
Ensure reasonable adjustments to maintain or recruit the  

services of an employee who is disabled or becomes 

disabled, for example, training, provision of necessary 

equipment, reduced / flexible working hours. (NB: The Head of Operations and Performance will advise managers on the availability of funds from external agencies or internal budgets to maintain disabled people in employment and / or in receipt of Breakthrough UK’s services).
1.3.2 
Give full and proper consideration and take positive action 

with regard to disabled people who apply for jobs, with a view to making reasonable adjustments to allow them to 

         
be able to do the job.

1.4 The responsibility for ensuring the effective implementation and 

operation of the arrangements will rest with the Head of Operations and Performance. The Management Team shall ensure at all times that they and their staff operate within the policy and arrangements, and that all reasonable and practical steps are taken to avoid discrimination. Each manager will ensure that:
1.4.1 All their staff are aware of this policy and the       

                  arrangements, and the reasons for the policy.
1.4.2 
Grievances concerning discrimination are dealt with properly, fairly and as quickly as possible.
1.4.3
Records are maintained e.g. recruitment Equal Opportunities records, client Equal Opportunities records.
2. RESPONSIBILITIES
Whilst the responsibility for ensuring that there is no unlawful 

discrimination rests with management, the attitudes and actions of staff and volunteers are crucial to the successful operation of fair employment practices and service delivery.  In particular, all members of staff and volunteers will be required to: 

2.1 Comply with this policy and arrangements.
2.2    Not discriminate in their day-to-day activities or induce 

        others to do so.
   2.3    Not victimise, harass or intimidate other staff or groups on    

       the grounds specified in the policy statement, or indeed on     

       any other grounds.

      2.4    Inform their manager if they become aware of any 

     discriminatory practice.

2.5 Ensure that they do not discriminate when  

         recruiting clients onto Breakthrough UK’s services.
3. TRAINING

3.1 A series of regular briefing sessions will be held for staff on 

Equal Opportunities issues. These will be repeated every 12 months.  Equal Opportunities issues are also included in induction programmes.

3.2 Training will be provided for managers on this policy and any 

associated arrangements. Board members and managers who 

have an involvement in the recruitment and selection process 

will receive training from their line manager or a member of the 

Management Team.
4. MONITORING

4.1 The system will involve the routine, confidential collection, storage and analysis of information on employees by gender, ethnic origin, age, sexuality, religion and/or belief, and length of service in current post. Information regarding the number of staff who are disabled people will be maintained.
4.2
The system will involve confidential collection, storage and analysis of information on clients, in accordance with funding requirements.  It will also involve confidential collection and storage of information on disability, gender, ethnic origin, age, sexuality and religion and/or belief. 
4.3
The information collected for monitoring purposes will be

treated as confidential and it will not be used for any other   

purpose other than reviewing the effectiveness of internal and 

external recruitment and staff development opportunities and effective client retention for funding requirements.
5. RELATED POLICIES AND ARRANGEMENTS

5.1 All employment policies and arrangements have a bearing on 

equality of opportunity.  The company policies are reviewed 

bi-annually and we will aim to ensure that any discriminatory 

elements are removed, and that continual improvement remains an aim. 

6. VICTIMISATION AND HARASSMENT

Victimisation occurs when an employee is subjected to a detriment because they made - or supported - a complaint or raised a grievance under the Equality Act 2010, or because they are suspected of doing so. 
6.1 There is a separate Breakthrough UK Ltd. policy dealing with all 


forms of harassment.  This can be obtained from the         

    Business Support Unit.
7. GRIEVANCES/DISCIPLINE

7.1 Employees have a right to pursue a complaint concerning 

discrimination or victimisation via the Grievance Procedure, which can be found in the Employee Handbook.

7.2 Discrimination and victimisation will be treated as disciplinary 



offences and they will be dealt with under the Disciplinary 



Procedure, which can be found in the company Employee Handbook.

8. REVIEW

8.1 The policy and arrangements will be reviewed bi-annually by 


the Board of Directors or if there is a change in legislation.
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