Equal Opportunities Policy Statement
Camscaff Limited is an equal opportunity employer and is committed to a policy of treating
all its employees and job applicants equally. The Company will avoid unlawful discrimination
in all aspects of employment including recruitment and selection, promotion, transfer,
opportunities for training, pay and benefits, other terms of employment, discipline, selection
for redundancy and dismissal.
It is the policy of the Company, in line with The Equality Act 2010, to take all reasonable
steps to employ and promote employees on the basis of their abilities and qualifications
without regard to age, disability, gender reassignment, marriage and civil partnership,
pregnancy and maternity, race (including colour, nationality and ethnic or national origins),
religion or belief, sex and/or sexual orientation. In this policy, these are known as the
‘protected characteristics’. The Company will appoint, train, develop and promote on the
basis of merit and ability alone.
Employees have a duty to co-operate with the Company to ensure that this policy is effective
to ensure equal opportunities and to prevent discrimination. Action under the Company’s
disciplinary procedure will be taken against any employee who is found to have committed
an act of improper or unlawful discrimination. Serious breaches of the equal opportunities
policy will be treated as potential gross misconduct and could render the employee liable to
summary dismissal. Employees should also bear in mind that they can be held personally
liable for any act of unlawful discrimination.
Employees must not harass, bully or intimidate other employees for reasons related to one
or more of the protected characteristics. Such behaviour will be treated as potential gross
misconduct under the Company’s disciplinary procedure. Employees who commit serious
acts of harassment may also be guilty of a criminal offence. The Company has a separate
dignity at work policy which deals with these issues and sets out how complaints of this type
will be dealt with.
Employees should draw the attention of their line manager to suspected discriminatory acts
or practices. Employees must not victimise or retaliate against an employee who has made
allegations or complaints of discrimination or who has provided information about such
discrimination. Such behaviour will be treated as potential gross misconduct under the
Company’s disciplinary procedure. Employees should support colleagues who suffer such
treatment and are making a complaint.
Direct discrimination
Direct discrimination occurs when, because of one of the protected characteristics, a job
applicant or an employee is treated less favourably than other job applicants or employees
are treated or would be treated.
The Company will take all reasonable steps to eliminate direct discrimination in all aspects of
employment.
Indirect discrimination
Indirect discrimination is treatment that may be equal in the sense that it applies to all job
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applicants or employees but which is discriminatory in its effect on, for example, one
particular sex or racial group.
The Company will take all reasonable steps to eliminate indirect discrimination in all aspects
of employment.
Victimisation
Victimisation occurs when an employee is subjected to a detriment, such as being denied a
training opportunity or a promotion, because they have raised or supported a grievance or
complaint of unlawful discrimination, or because they have issued employment tribunal
proceedings for unlawful discrimination or they have given evidence in connection with
unlawful discrimination proceedings brought by another employee. However, an employee
is not protected if they give false evidence or information, or make a false allegation, and
they do so in bad faith. Post-employment victimisation is also unlawful, for example refusing
to give a reference or providing an unfavourable reference because the former employee
has done one of the protected acts set out above.
The Company will take all reasonable steps to eliminate victimisation in all aspects of
employment.
Grievances and complaints
Allison Enterprises will treat seriously all complaints of unlawful discrimination on any
forbidden grounds made by employees, trustees, clients or other third parties and will take
action where appropriate.
All complaints will be investigated in accordance with the organisation’s disciplinary
procedure and the complainant will be informed of the outcome in line with these
procedures.
We will also monitor the number and outcomes of complaints of discrimination made by staff,
clients and other third parties.
Recruitment and Selection
The recruitment process will be conducted in such a way as to result in the selection of the
most suitable person for the job in respect of abilities and qualifications. The Company is
committed to applying its equal opportunities policy at all stages of recruitment and selection.
1. Due to the nature of our business and the diversity of locations recruitment of staff is
normally done on a local level. This will be achieved by either advertising in local
newspapers or at local job centres.
All advertisements placed in newspapers and job centres are to be worded in such a way so
as not to indicate any intention to discriminate against any applicant from a particular racial
group. It should also make no reference to age or sex. No length of residence or work
experience in the UK will be a pre-qualification for any job applicant. Where formal
qualifications are a requirement the company will be satisfied with a comparable qualification
obtained overseas.
2. The selection of new staff will be based on the job requirements and the individual's
suitability and ability to do, or to train for, the job in question. Person specifications and job
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descriptions will be limited to those requirements that are necessary for the effective
performance of the job. Candidates for employment or promotion will be assessed
objectively against the requirements for the job.
With disabled job applicants, the Company will have regard to its duty to make reasonable
adjustments to work provisions, criteria or practices or to physical features of work premises
or to provide auxiliary aids or services in order to ensure that the disabled person is not
placed at a substantial disadvantage in comparison with persons who are not disabled
3. When interviewing, the interviewer should enter the interview with no preconceived ideas.
He should know what the job specification is and should select the person who he thinks
would be best suited for the job.
In no way should he look for a standard of English higher than that needed for the safe and
effective performance of the job or a higher level of education qualification than needed.
4. Overseas degrees, diplomas and other qualifications that are comparable with UK
qualifications should be accepted as equivalents, and not simply be assumed to be of
inferior quality.
5. All terms of employment, benefits, facilities and services will be reviewed from time to time
in order to ensure that there is no unlawful direct or indirect discrimination because of one or
more of the protected characteristics.
Equal pay and equality of terms
The Company is committed to equal pay and equality of terms in employment. It believes its
male and female employees should receive equal pay where they are carrying out like work,
work rated as equivalent or work of equal value. In order to achieve this, the Company will
endeavour to maintain a pay system that is transparent, free from bias and based on
objective criteria.
Monitoring equal opportunity
The Company will regularly monitor the effects of selection decisions and personnel
practices and procedures in order to assess whether equal opportunity is being achieved.
This will also involve considering any possible indirectly discriminatory effects of its standard
working practices. If changes are required, the Company will implement them. The
Company will also make reasonable adjustments to its standard working practices to
overcome substantial disadvantages caused by disability.
This policy will be reviewed annually by the Managing Director.

________________
Stephen Rowan
Managing Director
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