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1.0 POLICY STATEMENT 
1.1 The success of our organisation depends on our people. WEA Cymru 

believes in the principles of social justice and that our workforce should 
reflect the community that it serves. We will work towards fairness and 
equal opportunity in all areas of employment and provide a safe, secure 
working environment that values the identities and cultures of all our 
employees. In addition, it is unlawful to discriminate directly or indirectly 
against employees, prospective employees, colleagues, learners and 
others in relation to any of the protected characteristics described in 
Appendix 1. It is our intention that: 

a) All employees, potential employees, volunteers, agency staff and 
contractors working under our direction are treated fairly and with 
respect at all stages of their employment. We extend a similar level of 
respect and fairness to our learners, members of the public and any 
other persons with whom we come into contact in the course of our 
work.  

b) All employees have the right to be free from discrimination, 
victimisation, harassment and bullying of any description, or any other 
form of unwanted behaviour, whether based on sex, gender 
reassignment or identity, marital status or civil partnership, race (which 
includes colour, nationality and ethnic or national origins), disability, 
age, size, religion or belief, political belief, sexual orientation, 
pregnancy or maternity, or any other protected or personal 
characteristic. However, we would expect members of staff and 
volunteers to act according to WEA Cymru’s ethos and values. 

c) All employees have an equal chance to contribute and to achieve their 
potential, irrespective of any defining feature that may give rise to 
unfair discrimination. 

1.2 It is the policy, therefore, of WEA Cymru to take all reasonable steps to 
employ and promote employees on the basis of their skills. Ongoing 
monitoring and regular analysis of data collected as a result of diversity 
monitoring provide the basis for appropriate action to eliminate unlawful 
direct and indirect discrimination and promote equality of opportunity. The 
organisation’s Equality & Diversity Policy (Staff) applies to all aspects of 
employment including recruitment, selection, internal promotion, training & 
development, terms and conditions of employment (including pay grading 
and benefits), policies and procedures.   

1.3 WEA Cymru will treat its employees in line with the provisions of the 
Equality Act 2010 and the Wales specific Equality Act in the Regulations 
2011.  WEA Cymru will work in line with the subsequent Codes of Practice 
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published by the Equality and Human Rights Commission. See Appendix 
1 for categories of discrimination that are unlawful.  

1.4 A factsheet outlining definitions and key concepts in relation to 
discrimination is annexed to this policy (Appendix 1). 

2.0 SCOPE OF POLICY  
2.1 This policy applies to all WEA Cymru employees, potential employees, 

volunteers, agency staff, those on placement, and contractors working 
under our direction. Equality and Diversity in service delivery is covered in 
the Equality & Diversity in Service Provision Policy. 

3.0 EQUALITY IMPACT STATEMENT 
3.1 WEA Cymru will carry out Equality Impact Assessments in order to embed 

equality considerations into decision making processes. 

4.0 RESPONSIBILITIES 
4.1 The WEA Cymru Council together with the Senior Management Team 

have overall responsibility for ensuring that the Organisation meets its 
legal obligations in respect of legislation relating to equal opportunities. 

4.2 The Staffing Committee is responsible for ensuring the strategic 
development, implementation and review of the Equality and Diversity 
Policy and progress on the implementation of action plans.   

4.3 Managers are responsible for: 
• fostering a culture in which compliance with this policy is regarded as 

integral to the work of the team and in which equality and diversity 
issues are actively promoted 

• ensuring new members of staff are familiar with and understand this 
policy 

• ensuring staff, members and learners are encouraged, supported and 
enabled to reach their full potential 

• identifying appropriate staff development for themselves and their staff 
to meet the needs of their respective areas 

4.4 The HR and Support Services team will organise a range of equality and 
diversity training to meet the strategic needs of the organisation. 

4.5 Employees, potential employees, volunteers, agency staff, those on 
placement and contractors working under our direction are responsible for: 
• supporting and implementing the aims of this policy 
• promoting equality of opportunity 

Author: HR  Equality and Diversity Policy (Staff) 
Version: October 2014 
  - 3 - 

 
 



 

• contributing to an environment free of fear or intimidation and which 
celebrates diversity 

• ensuring that their behaviour and actions do not amount to 
discrimination, unfair or preferential treatment, harassment, bullying or 
victimisation in any way. 

5.0 BREACHES OF THE POLICY 
5.1 Disciplinary action may be taken against any employee, member or 

volunteer who is found to have committed an act of improper 
discrimination. Serious breaches of the equal opportunities policy will be 
treated as gross misconduct which can lead to dismissal. 

5.2 Employees, members and volunteers must not harass, intimidate or 
discriminate against others at work on the grounds of any protected or 
personal characteristic. Such behaviour will be treated as gross 
misconduct in accordance with the disciplinary procedure. Please refer to 
WEA Cymru’s Harassment & Bullying Policy. 

5.3 Employees must draw to the attention of their immediate superior or 
manager or HR any suspected discriminatory acts or practices. An 
employee can complain of harassment even if the harassment was not 
aimed at him or her, or if the employee doesn’t possess the relevant 
protected characteristic. Complaints relating to breaches of this policy can 
also be made using the organisation’s Grievance Procedure.  

5.4 Employees, members and volunteers must not victimise or retaliate 
against an employee who has made allegations or represented an 
individual who has made allegations or complaints of any form of 
discrimination as prohibited by the legislation; or provided information 
about such discrimination. Such behaviour will be treated as gross 
misconduct in accordance with the disciplinary procedure. 

5.5 Employees, members and volunteers should support colleagues who 
suffer such treatment and are making a complaint. 

6.0 GRIEVANCE, DISPUTES AND DISCIPLINARY PREOCEDURES 
6.1 All allegations of any form of discrimination as prohibited by the legislation 

will be dealt with seriously, confidentially and speedily. 
6.2 WEA Cymru will not ignore or treat lightly grievances or complaints of 

discrimination, on the assumption that they are over sensitive about 
discrimination. 
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7.0 MONITORING EQUAL OPPORTUNITY 
7.1 WEA Cymru will regularly monitor the effects of selection decisions and 

personnel practices and procedures in order to ensure the effectiveness of 
this policy. 

7.2 The organisation will, from time to time, review:- 
a) the composition of the work force of each department and changes in 

distribution over periods of time, including monitoring the composition 
of the workforce with regard to protected characteristics; 

b) the selection decisions for recruitment, promotion, transfer and training, 
according to protected characteristics. 

7.3 WEA Cymru will, from time to time, review the selection criteria and 
personnel procedures to ensure that they do not include requirements or 
conditions which constitute, or may lead to, unlawful indirect 
discrimination. 

 
 
 
WEA Cymru reserves the right to alter the provisions of this policy from 
time to time in accordance with the statutory provisions or any 
agreements in force. 
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Appendix 1 
Equality Definitions & Key Concepts 

[Equality Act 2010] 

1. Protected Characteristics  
These are characteristics which are specifically protected by law against 
discrimination. These are: 
a) Pregnancy and maternity  
b) Marriage and civil partnership  
c) Sexual orientation  
d) Sex 
e) Religion or belief  
f) Race 
g) Gender reassignment and identity (a transsexual person is someone 

who proposes to, starts or has completed a process to change his or 
her gender) 

h) Disability (defined as having a physical or mental impairment which 
has a substantial and long-term adverse effect on their ability to carry 
out normal day-to-day activities)  

i) Age 
For further information relating to protected characteristics, please see 
Appendix 2.  

2. Direct discrimination  
Direct discrimination occurs when someone is treated less favourably than 
another person because of a protected characteristic they have or are 
thought to have (see Perceptive Discrimination), or because they 
associate with someone who has a protected characteristic (see 
Associative Discrimination). Direct discrimination on the grounds of age 
can be defended by an employer if it can be shown to be a proportionate 
means of achieving a legitimate aim.  

3. Associative Discrimination 
His is direct discrimination against someone because they associate with 
another person who possesses a protected characteristic.  

4. Perceptive Discrimination  
This is direct discrimination against an individual because others think 
they possess a particular protected characteristic. This applies even if they 
do not actually possess the characteristic.  
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5. Indirect Discrimination  
Indirect discrimination can occur when there is a condition, rule, policy or 
practice within an organisation that applies to everyone but particularly 
disadvantages people who share a protected characteristic. Indirect 
discrimination can be justified by an organisation if it can be shown to be a 
proportionate means of achieving a legitimate aim. Indirect discrimination 
on the grounds of age can be defended by an employer if it can be shown 
to be a proportionate means of achieving a legitimate aim.  

6. Harassment  
Unwanted conduct relating to a relevant protected characteristic, which 
has the purpose or effect of violating an individual’s dignity or creating an 
intimidating, hostile, degrading, humiliating or offensive environment for 
that individual. Employees can complain of offensive behaviour even if it is 
not directed at them and even if they do not possess the protected 
characteristic. Employees are also protected against harassment because 
of perception and association.  

7. Victimisation  
The subjection of a person to a detriment because he or she has or is 
going to, or is believed to have or be going to, in good faith, brought 
proceedings under the Equality Act 2010; given evidence or information in 
connection with proceedings under the Act; done anything for the 
purposes of or in connection with the Act; or made any allegations that 
another person had contravened the Act. This protection is also afforded 
to those who have represented individuals in the above. The protection 
does not apply where they have maliciously made or supported an untrue 
complaint.  

8. Combined Discrimination  
Employees can claim that less favourable treatment has arisen from a 
combination of two protected characteristics – for example, an older 
woman. The combination can be any two of the protected characteristics 
set out in the Act, with the exception of marriage and civil partnership, or 
pregnancy/maternity. Less favourable treatment because of two different 
disabilities experienced by the same person will not be combined 
discrimination because disability is treated as a single characteristic.  
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9. Pay Secrecy  
It is unlawful to prevent or restrict employees from having a discussion to 
establish if differences in pay exist that are related to protected 
characteristics. An employer can however require employees to keep pay 
rates confidential from some people outside the workplace. 

10. Equal Pay/Sex Discrimination 
By law, men and women are entitled to receive equal pay for work of equal 
value. Pay systems may also be open to challenge from employees on the 
grounds of other protected characteristics. The equal pay provisions in the 
Act also apply to all contractual terms, conditions and benefits e.g. annual 
leave entitlement, pension payments. A claim of direct sex discrimination 
can be made even if no real person comparator can be found i.e. if the 
employee can show that a person of the opposite sex would receive better 
remuneration for equal work, even if there is no one of the opposite sex 
doing equal work in the organisation.  

11. Positive Action  
Positive action involves taking action that may involve treating one group 
more favourably where this is a proportionate way to help members of that 
group overcome a disadvantage or participate more fully. It can be lawful 
to take positive action where employees or job applicants who share a 
protected characteristic suffer a disadvantage connected to that 
characteristic, or if their participation in an activity is disproportionately 
low. Taking positive action is voluntary, not compulsory.  
 

 

Author: HR  Equality and Diversity Policy (Staff) 
Version: October 2014 
  - 8 - 

 
 



 

Appendix 2   
Protected Characteristics – Further Information 

Pregnancy and maternity  
A woman is protected against discrimination on the grounds of pregnancy and 
maternity during the period of her pregnancy and any statutory maternity leave to 
which she is entitled. During this period pregnancy and maternity discrimination 
cannot be treated as sex discrimination. WEA Cymru will not take into account 
periods of absence due to pregnancy-related illness when making a decision 
about an employee’s employment. See WEA Cymru’s Maternity Policy.  

Marriage and civil partnership  
Employees, who are married or in a civil partnership, are protected against 
discrimination. Although single people are not protected by the Act, WEA Cymru 
will not unfairly discriminate or tolerate discrimination or harassment against its 
employees on this ground. 

Sexual orientation  
The Act protects bisexual, gay, heterosexual and lesbian people.  
Sex 
This applies to both men and women.  

Religion or belief  
This includes any religion, belief and non-belief.  A religion must have a clear 
structure and belief system; ‘belief’ means any religious or philosophical belief, or 
a lack of such belief. Discrimination can occur even when both the discriminator 
and recipient are of the same religion or belief.  

Race 
Includes colour, nationality, ethnic or national origins. 

Gender reassignment and identity 
There definition of a transsexual person is ‘someone who proposes to, starts or 
has completed a process to change his or her gender’. There is no requirement 
to be under medical supervision to meet this criteria. Employers cannot treat 
someone less favourably for being absent from work because they propose to 
undergo, are undergoing or have undergone gender reassignment than they 
would be treated if they were absent because they were ill or injured.  
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Disability  
The definition of disability is ‘having a physical or mental impairment which has a 
substantial and long-term adverse effect on their ability to carry out normal day-
to-day activities’. Employers have a duty to consider reasonable adjustments for 
staff to overcome a disadvantage resulting from an impairment.  

Age 
Different treatment because of age is not unlawful direct or indirect discrimination 
where it can be justified or shown to be a proportionate means of achieving a 
legitimate aim.  
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Appendix 3: 
Factsheet on Main Equality and Discrimination Legislation in UK  

Equality Act 2010 
Replaces and expands upon the following acts: 

• Equal Pay Act 1970 
• Sex Discrimination Act 1975  
• Race Relations Act 1976 
• Disability Discrimination Act 1995  
• Employment Equality (Religion or Belief) Regulations 2003 
• Employment Equality (Sexual Orientation) Regulations 2003 
• Employment Equality (Age) Regulations 2006 

The Act replaces these individual pieces of legislation with a list of protected 
characteristics (see Appendix 1). The Equality and Human Rights Commission 
[EHRC] will publish explanatory Codes of Practice in relation to the provisions of 
the Act.  
Welsh specific duties are outlined in the Equality Act 2010 (Statutory Duties) 
(Wales) Regulations 2011. 

Part-time Workers (Prevention of Less Favourable Treatment) Regulations 
2000 
A part-time worker has the right not to be treated by their employer less 
favourably than the employer treats a comparable full-time worker, in relation to 
the terms of their contract or by being subjected to any other detriment by any 
act, or deliberate failure to act, of their employer.  
These rights apply only if the treatment is on the ground that the worker is a part-
time worker, and the treatment is not justified on objective grounds.  

Fixed Term Employees (Prevention of Less Favourable Treatment) 
Regulations 2002 
Fixed-term workers have the same minimum rights as permanent workers. The 
definition of a fixed term contract is that it must end on a particular date, after a 
certain event or on completion of a task. They have the right to the same pay and 
conditions, the same or equivalent benefits package, access to an occupational 
(company) pension scheme (except perhaps where the fixed-term contract is for 
less than two years), to be informed about permanent employment opportunities 
in the organisation, and protection against redundancy or dismissal because they 
are fixed-term.  
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Agency Workers Regulations 2010 
The main purpose of the Agency Worker Directive (AWD) is to ensure the 
appropriate protection of temporary agency workers through the application of 
the principle of equal treatment and to address unnecessary restrictions and 
prohibitions on the use of agency work. Under the Directive 'equal treatment' 
relates only to basic working and employment conditions of temporary agency 
workers i.e. pay; the duration of working time; night work; rest periods; rest 
breaks and annual leave. The Directive does not affect the employment status of 
temporary workers. After 12 weeks in a given job, an agency worker will be 
entitled to equal treatment (at least the basic working and employment conditions 
that would apply to the worker concerned if s/he had been recruited directly by 
that undertaking to occupy the same job).  
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Appendix 4: 
Sources of Further Information 

Legislation.gov.uk  
www.legislation.gov.uk  
This website is managed by The National Archives on behalf of HM Government 
and publishes all original (as enacted) and revised UK legislation since 1267.  

Advisory Conciliation and Arbitration Service (ACAS) 
www.acas.org.uk 
Helpline: 08457 47 47 47 
ACAS is an independent, impartial and confidential service which improves 
organisations and working life through better employment relations. 

Chartered Institute of Personnel and Development (CIPD) 
www.cipd.co.uk  
The CIPD is Europe’s largest HR and development professional body, which 
supports and develops those responsible for the management and development 
of people within organisations.  

Equality and Human Rights Commission (EHRC) 
www.equalityhumanrights.com 
The EHRC has a statutory remit to promote and monitor human rights; and to 
protect, enforce and promote equality across the seven "protected" grounds. 

Direct.Gov  
www.direct.gov.uk  
Direct.gov is a Government website providing information on rights and public 
services.  
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