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BALKERNE GARDENS TRUST 
 

EQUAL OPPORTUNITIES POLICY 

1. Introduction 

 
1.1 The Trust has developed this Equal Opportunities Policy as a framework for applying 

in practice the concepts of fairness and equity in the field of employment and 
admission to the Trust. 
 

1.2 The Policy applies to all aspects of working life and will be used in areas such as 
recruitment, access to training and development and in determining terms and 
conditions of service.  Whilst not an exhaustive list, the Trust confirms that 
discrimination on the grounds of gender, marital status, religion or belief, age, race, 
gender reassignment, ethnic origin, nationality, disability, or sexual orientation is 
unacceptable. 
 
Subject to the overriding consideration of protecting residents and tenants, the Trust 
will make every effort not to discriminate against people regardless of their offending 
background. 
 

1.3 The spirit of this policy applies to the Trust‟s approach to residents and tenants for 
admission and equal opportunity of employment. 
 

1.4 We respect the rights and freedoms enshrined in the Human Rights Act 1998. 

 
2. Aims and Values 

 
2.1 The Trust is committed to establishing a culture of diversity in which individual 

difference is respected.  The Trust seeks to create a culture in which people can feel 
confident of being treated with fairness, dignity and tolerance and valued for the 
contribution they make. 
 

2.2 In encouraging a culture of equal opportunity in employment, the Trust asks 
employees to carry these principles forward in their job roles.  The Trust also has a 
responsibility to residents and tenants to ensure services are accessible, adequate 
and appropriate to their needs. 
 

2.3 It is expected that where services or goods are purchased or contracted from other 
agencies or individuals similar standards will apply. 
 

2.4 The Trust Board and senior staff have a responsibility to ensure that a culture of 
diversity can flourish.  Employees have responsibility to observe the policy in their 
day-to-day work and to challenge behaviour that appears discriminatory. 
 

3. Legislation 
 

3.1 The legal framework for Equal Opportunities has been developed since the 1970s 
and, more recently, enhanced with the introduction of the Equality Act 2010.  Areas 
specifically protected by legislation include sex, marital status, gender reassignment, 
race, disability, parental responsibilities, part-time working and age (Code of Practice 
only).  Employees who believe they have been discriminated against for these 
reasons have legal recourse. 
 

3.2 The forms of discrimination prohibited cover: 
 
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). 
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Associative discrimination – already applies to race, religion or belief and sexual 

orientation.  Now extended to cover age, disability, gender reassignment and sex.  
This is direct discrimination against someone because they associate with another 
person who possesses a protected characteristic. 
 
Perceptive discrimination – already applies to age, race, religion or belief and 
sexual orientation.  Now extended to cover disability, gender reassignment and sex.  
This is direct discrimination against an individual because others think they possess a 
particular protected characteristic.  It applies even if the person does not actually 
possess that characteristic. 
 
Indirect discrimination – already applies to age, race, religion or belief, sex, sexual 
orientation and marriage and civil partnership.  Now extended to cover disability and 
gender reassignment.  Indirect discrimination can occur when you have a condition, 
rule, policy or even a practice in your company that applies to everyone but 
particularly disadvantages people who share a protected characteristic.   
 
Harassment – defined as “unwanted conduct related 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.”  Harassment applies to all protected characteristics except for 
pregnancy and maternity and marriage and civil partnership.  Employees will now be 
able to complain of behaviour that they find offensive, even if it is not directed at them, 
and the complainant need not possess the relevant characteristic themselves.  
Employees are also protected from harassment because of perception and 
association. 
 
Third party harassment – already applies to sex.  Now extended to cover age, 

disability, gender reassignment, race, religion or belief and sexual orientation.  The 
Equality Act makes the employer potentially liable for harassment of its employees by 
people (third parties) who are not employees of the company, such as customers or 
clients.  Liability only applies when harassment has occurred on at least two previous 
occasions, you are aware that it has taken place and have not taken reasonable steps 
to prevent it from happening again. 
 
Victimisation – occurs when an employee is treated badly because they have made 
or supported a complaint or raised a grievance under the Equality Act; or because 
they are suspected of doing so.  An employee is not protected from victimisation if 
they have maliciously made or supported an untrue complaint. 
 

3.3 The Equality Act 2010 harmonises and replaces all previous equality legislation.  It 
covers age, disability, gender reassignment, race, religion or belief, sex, sexual 
orientation, marriage and civil partnership, pregnancy and maternity.  These are now 
called „protected characteristics‟.  The Act extends some protections and strengthens 
particular aspects of equality law. 
 

4. Resolving Problems 

 
4.1 Individual complaints of discrimination, harassment or victimisation should initially be 

dealt with by the Manager through the Complaints Procedure and, where appropriate, 
action may be taken in line with the Bullying & Harassment Policy.  If required, advice 
can be sought from the Director/Deputy Director or, in their absence, another senior 
manager. 
 

4.2 If an issue is not addressed adequately through informal measures or the Complaints 
Procedure, staff should pursue their complaint through the Grievance Procedure 
(please refer to the Disciplinary & Grievance Procedure). 
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5. Monitoring 

 
5.1 Equal opportunity forms for both prospective employees and residents/tenants are 

returned when completed to the Administration office.  These are kept separately from 
forms for accepted applications for both employment and admission, so that statistics 
can be collated.  Statistics are currently gathered on gender, age, disability and 
ethnicity; these groupings may be revised over time to meet developing needs for 
monitoring our performance.   Forms for staff selected for interview and subsequently 
appointed are marked as such, in order that a more detailed analysis can be made. 
 

5.2 A report on equal opportunities monitoring is submitted to the Board of Trustees each 
year. 

 
 
 
 


