
6.1 EQUALITY AND DIVERSITY POLICY  1

We are commi*ed to elimina/ng unlawful discrimina/on and to promo/ng equality and diversity 
within our policies, prac/ces and procedures. This applies to our professional dealings with clients, 
all staff (including volunteers), and members of the Trustee Board, other solicitors, barristers, experts 
and third par/es. 

We treat everyone equally and with the same a*en/on, courtesy and respect regardless of:  

• age; 
• disability;  
• gender reassignment;  
• race;  
• religion or belief;  
• sex;  
• sexual orienta/on;  
• marriage or civil partnership status;  
• pregnancy and maternity or  
• caring responsibility 

We take all reasonable steps to ensure that we and our staff do not unlawfully discriminate under 
the terms of any legisla/on in force from /me to /me rela/ng to discrimina/on in employment and 
the provision of goods, facili/es or services.  

Direct discrimina/on is defined as `someone that is treated less favourably than another because of 
a protected characteris/c they have or are thought to have or because they associate with someone 
who has a protected characteris/c'. 

Discrimina/on by associa/on is defined as `direct discrimina/on against someone because they 
associate with another person who possesses a protect characteris/c'. 

Percep/on discrimina/on is defined as `direct discrimina/on against an individual because other 
think they possess a par/cular protected characteris/c.' 

Indirect discrimina/on is defined as `a condi/on' rule, policy or prac/ce of the Law Centre that 
applies to everyone, but disadvantages people who share a protected characteris/c.' 

Harassment is defined as `unwanted conduct related to a protected characteris/c which has the 
purpose or effect of viola/ng an individual’s dignity or crea/ng an in/mida/ng, hos/le degrading, 
humilia/ng or offensive working environment.' 

Third party harassment is defined as `liability for harassment of your employees by the third party 
who are not employees of the Law Centre.' The Law Centre becomes liable once the harassment has 
taken place twice, been reported to the Head of Opera/ons and reasonable steps have not been 
taken to prevent it from happening again. 
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Vic/misa/on is defined as `employee being treated badly because they have made or supported a 
complaint or raised a grievance under this or any other policy of the Law Centre or because they are 
suspected of doing so.' 

As a provider of publicly funded legal services we treat all clients equally and fairly and do not 
unlawfully discriminate against them. We also, wherever possible, take steps to promote equal 
opportunity in rela/on to access to the legal services that we provide, taking account of the diversity 
of the communi/es that we serve, in order to ensure that, subject to funding constraints, our 
services are accessible to all clients.    

We are commi*ed to mee/ng the diverse needs of clients. We have taken steps to iden/fy the needs 
of clients in our community and developed accessible services to meet those needs, subject to 
funding constraints. We take account, in par/cular, of the needs of clients with a disability and clients 
who are unable to communicate effec/vely in English.  We have a communica/ons plan to promote 
the steps we have taken and/or will take to ensure that our services are accessible for people with a 
disability and meet the language needs of our clients 

We make reasonable adjustments to ensure that disabled clients, employees or managers are not 
placed at a substan/al disadvantage compared to those who are not disabled, and we do not pass on 
the costs of these adjustments to these disabled clients, employees or managers. * 2

We do not unlawfully discriminate in dealings with third par/es. This applies to dealings with other 
legal service providers and general procurement. 

We treat all job applicants equally and fairly and do not unlawfully discriminate against them. We do 
this by ensuring that we operate an open and fair recruitment process, using selec/on criteria which 
do not discriminate, and making decisions based on individual knowledge, skills and abili/es.  

We treat all employees equally and create a working environment which is free from unlawful 
discrimina/on. This applies equally to voluntary posi/ons and anyone undertaking work experience 
with us. This includes, for example, arrangements for recruitment and selec/on, terms and 
condi/ons of employment, access to training opportuni/es, access to promo/on and transfers, 
grievance and disciplinary processes, dress code, work alloca/on and any other employment related 
ac/vi/es. Promo/on within the Law Centre is made solely on merit.  

All staff are informed of this policy as part of their induc/on and during annual equality & diversity 
update training.  All staff are expected to pay due regard to the provisions of this policy and are 
responsible for ensuring compliance with it when undertaking their jobs or represen/ng our Law 
Centre.  
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We treat seriously all complaints of unlawful discrimina/on made by clients, staff, volunteers, 
members of our Trustee Board, barristers, experts or other third par/es and take ac/on where 
appropriate. All complaints are dealt with promptly, fairly, openly and effec/vely.  We inves/gate 
them in accordance with our grievance or complaints procedure and the complainant is informed of 
the outcome. We also monitor the number and outcome of complaints of discrimina/on.  

Acts of unlawful discrimina/on, harassment or vic/misa/on are disciplinary offences within the Law 
Centre.  Where acts of unlawful discrimina/on, harassment or Vic/misa/on are iden/fied, we will 
ensure that our Disciplinary Procedure is followed. 

We monitor and record the number of job applicants from different gender, disability and ethnic 
groups at least annually.  3

Where possible and if requested, we will provide equality and diversity informa/on to the Legal Aid 
Agency about our staff and clients as required in clause 5.5 of the Standard Terms 2010. 

Our Disciplinary Procedure will be followed where it is identified that there has been a failure on the 
part of any member of staff in complying this policy. 

We iden/fy equality and diversity training needs as and when appropriate. We communicate this 
Equality and Diversity policy and provide guidance to staff and members of our Trustee Board on 
compliance with Equality & diversity requirements via annual Equality & Diversity training.  

Responsibility 

The Head of Opera/ons is responsible for implemen/ng and monitoring this policy. She  undertakes 
a review of this policy annually in conjunc/on with the staff mee/ng and Trustee Board to verify it is 
in effec/ve opera/on (or more regularly if we iden/fy any non-compliance or problem concerning 
equality and diversity issues with clients or personnel) and ensures that appropriate ac/on is taken in 
rela/on to non-compliance iden/fied under this policy or barriers to equal opportuni/es. 

 Equality & Diversity Monitoring Form found in Appendix 7.23
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