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The Employment Equality (Religion or Belief) Regulations 2003
The Employment Equality (Religion or Belief) Regulations 2003 outlaw discrimination and harassment on grounds of religion or belief in workplaces large or small throughout Great Britain, both in the private and public sectors.  They cover all aspects of the employment relationship; including recruitment, pay, working conditions, training, promotion, dismissal and references.
The law protects people from discrimination on the grounds of their religion or belief in employment and vocational training.  It outlaws:
· Direct discrimination - treating people less favourably than others because of their religion or belief.

· Indirect discrimination - applying a provision, criterion or practice which disadvantages people of a particular religion or belief and which is not justified in objective terms.

· Harassment - unwanted conduct that violates people’s dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment.
· Victimisation - treating people less favourably because of action they have taken under or in connection with the new legislation - for example, if someone made a complaint of discrimination or given evidence in a tribunal case.
The law covers perceptions of religion or belief too.  So it protects people who are assumed - correctly or incorrectly - to have a particular religion or belief.

The law also protects people who are being discriminated against because of the religion or belief of the people with whom they associate, for example, their family and friends.

This information is taken from a flyer found at the following web address:

http://www.dti.gov.uk/er/equality/relbel_flyer.pdf
(Department of Trade and Industry, Website, Accessed 19/05/2005)

The Employment Equality (Sexual Orientation) Regulations 2003
The Employment Equality (Sexual Orientation) Regulations 2003 outlaw discrimination and harassment on grounds of sexual orientation in workplaces large or small throughout Great Britain, both in the private and public sectors.  They cover all aspects of the employment relationship; including recruitment, pay, working conditions, training, promotion, dismissal and references.

The law protects people from discrimination on the grounds of their sexual orientation: it covers orientations towards people of the same-sex, people of the opposite-sex, or people of both sexes.  This means they protect lesbians, gay men, bisexuals and heterosexuals in employment and vocational training.  It outlaws:

· Direct discrimination - treating people less favourably than others because of their sexual orientation.

· Indirect discrimination - applying a provision, criterion or practice which disadvantages people of a particular sexual orientation and which is not justified in objective terms.

· Harassment - unwanted conduct that violates people’s dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment.

· Victimisation - treating people less favourably because of action they have taken under or in connection with the new legislation - for example, if someone made a complaint of discrimination or given evidence in a tribunal case.

The law covers perceptions of sexual orientation too.  So it protects people who are assumed - correctly or incorrectly - to have a particular sexual orientation.

The law also protects people who are being discriminated against because of the sexual orientation of the people with whom they associate, for example, their family and friends.

This information is taken from a flyer found at the following web address:

http://www.dti.gov.uk/er/equality/sexor_flyer.pdf 
(Department of Trade and Industry, Website, Accessed 19/05/2005)

For more information on the above two regulations please go to the Department of Trade and Industry website at the address below:
http://www.dti.gov.uk/er/equality/
The Disability Discrimination Act 1995

Full rights of access since October 2004

What do the changes mean for employers?

From 1 October 2004 for the first time the Disability Discrimination Act (DDA) will cover small employers - those with fewer than 15 staff.  This means you will need to make sure you don’t discriminate against disabled employees or job applicants because of their disability and you may have to consider making reasonable adjustments to your workplace.

Most organisations that employ 15 or more staff are already covered by these duties.

What do the changes mean for service providers?
If you provide a service to the public, whether you charge for it or not, you already have duties under the Disability Discrimination Act (DDA).

At the moment you cannot refuse to serve a disabled person or provide a lower standard of service to a disabled person because of their disability.  You also need to make reasonable changes to the way in which you provide your services to make sure that you don’t discriminate against disabled customers.
From 1 October 2004 you may have to make reasonable adjustments to any physical barriers that may prevent disabled people using your service.  Or you may have to provide your service by a reasonable alternative means, like bringing goods to the disabled person or helping them find items.
What is a reasonable adjustment?

Under the Disability Discrimination Act you only need to make changes that are ‘reasonable’.  Take a common sense approach.  There’s no rulebook, different people have different needs, and some organisations can afford to do more than others.  It’s about what is practical in your individual situation and what resources you have.  You will not be required to make changes which are impractical or beyond your means.  You do not have to make any changes unless you already have an employee who is disabled or a disabled person who applies for a job with you.
Examples of reasonable changes for employers

These may include:

· rearranging furniture to provide better access

· reallocating some duties of a job to another member of staff

· allowing someone to work more flexible hours

· allowing someone time off for rehabilitation or treatment

· providing information in an accessible format such as large print, Braille or on audio tape so that they can do their job

· providing a piece of specialist equipment such as a textphone for a hearing impaired person or a screen reader for a visually impaired person
· moving a disabled person to another available vacancy or to a more accessible site
Reasonable adjustments to the way you recruit staff may include:

· making application forms available in large print or Braille

· allowing applications to be made in formats other than in writing, for example on audio tape providing a sign language interpreter for interviews

· moving the interviews to an accessible venue
These are just examples and what you may need to do will depend on your individual situation and the needs of the disabled person.
Information taken from www.disability.gov.uk website, found at:
http://www.disability.gov.uk/dda/employers/employers.asp
(Website accessed 19/05/2005)

Also at:
http://www.disability.gov.uk/dda/employers/providers.asp
(Website accessed 19/05/2005)
For more information about all relevant disability legislation, please visit the website below:
http://www.disability.gov.uk
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