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1. Context 
The Equality Act 2010 came into force in October 2010. The legislation covers a 
prescribed set of protected characteristics detailed further in this policy document. It 
also covers prohibited conduct including discrimination, adjustments for disabled 
persons, victimisation and harassment; services and public functions; premises; 
employment; contracts; and advancement of equality. The latter provision specifies 
a public-sector equality duty, which applies equally to Town and Parish Councils. In 
addition, PPC strives to comply with all other relevant legislation and guidance, 
including the Human Rights Act 1998 and other employment law to promote 
equality and prevent discrimination in the workplace. 

 

2. The Policy 
PPC is committed to being an effective Equal Opportunities organisation.  This 

means that PPC will do everything in its power to ensure that everyone is treated 

fairly and with respect at all times.   

This applies to all areas of PPC activities; including recruitment, employment and 

provision of PPC services. 

a. As an Employer 
It will provide quality and fairness for all in our employment and will not 
discriminate on the grounds of: 

• Age 

• Disability 

• Sex or gender 

• Sexual orientation 

• Gender reassignment 

• Marriage and civil partnership 

• Pregnancy and maternity 

• Race (including ethnic origin, skin colour, nationality and national 
origin) 

• Religion or belief 
 

This list is not exhaustive. 
 

All employees will be treated fairly and with respect regardless of 
position, part-time/full-time working, or length of contract.  Selection for 
employment, promotion, training, or any other benefit will be on the basis 
of aptitude and ability. 
 

All employees are required to treat one another with mutual respect.  
Actions, behaviour, and attitudes should consistently demonstrate respect 
for the dignity and worth of an individual. 
 
Harassment and discrimination in any form is unacceptable behaviour 
and offenders will be subject to disciplinary action. 

 

b. As a Service Provider 
PPC will strike to ensure that all services provided by, or on behalf of PPC, 
are made accessible to all individuals and groups equally and without 
discrimination. 
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All service users will be treated with respect.  Actions, behaviour, and 
attitudes will consistently demonstrate the respect for the dignity and worth of 
an individual. 
 
PPC will, wherever appropriate, work in partnership with other agencies in 
the area; including the relevant unitary, county, district and borough councils, 
voluntary groups and community organisations to promote equal 
opportunities. 
 
PPC will ensure that all contractors directly supplying goods and services or 
executing works for, or on behalf of PPC, comply with this stated policy on 
equal opportunities. 
 

3. The Policy in Action 

a. As an Employer 

PPC aims to achieve the policy by: 

• Ensuring that its employees are made aware of their rights and 

responsibilities to each other, the customer/public, and the Council 

regarding equal opportunities issues. 

• Providing a way in which individuals can communicate any concerns via 

competent named personnel. 

• Treating any unacceptable behaviour seriously. 

• Ensuring that all Managers and Councillors realise that they have a key 

role in implementing this policy and are expected to take personal 

responsibility for ensuring its success. 

b. As a Service Provider 
PPC aims to achieve its policy by: 

• Ensuring that employees are made aware of PPC’s standards of 
service and customer care, including equal treatment in service 

delivery; 

• Ensuring that no member of the public is disadvantaged or treated 

less favourably than others in terms of access to PPC services.  

Where PPC practices, policies and procedures are found to make 

access impossible or unreasonably difficult, it will take such steps as 

are reasonable in the circumstances to change these practices, 

policies or procedures. 

• Ensuring that, wherever practical, all public buildings and premises 

owned or managed by PPC are accessible to all.  Where this is 

impractical in the short-term, it will provide reasonable alternative 

methods of access so that no member of the public is disadvantaged 

by physical barriers. 

• Recognising the importance of communication in attaining equality 

and providing quality services, which are responsive to the needs of 

all local people, for example through the provision of information in 

large print and on audio tape on request. 
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• Complying with all relevant legislation relating to discrimination and 

equality. 

4. Recruitment 

a. Job descriptions and person specifications  
Job descriptions and person specifications are prepared for all posts.  The 

job description indicates the responsibilities and tasks to be undertaken by 

the job holder.  The person specification describes the qualifications, skills 

and abilities required.  A list of preferred criteria may also be prepared.  Care 

will be taken to ensure that neither the description nor the specification is 

discriminatory on the grounds quote in this policy. 

b. Advertising 
PPC will use a range of advertising methods in order to attract the widest 
pool of appropriate applicants.  Vacancies for new and existing jobs will 
normally be advertised externally.  All our advertising will: 

• Contain the statement “Perranzabuloe Parish Council is an “Equal 
Opportunities Employer”. 

• Ensure that it does not exclude, discriminate against, or discourage 
any particular group from applying or make it difficult for any one from 
such a group to apply. 

• Refer to the job description and person specification in order to give 
information about the requirements of the job. 

• Give clear instructions about obtaining the application pack. 

c. Applications and shortlisting 

• All applicants will be asked to fill out an application form which 
contains only information essential and relevant to the appointment.  
Different formats will be made available on request. 

• Applications will be shortlisted by at least 2 people.  Shortlisting will be 
performed on the basis of objective criteria and the extent to which the 
candidates have shown, in the application form, that they meet the 
required person specification, and can carry out tasks and 
responsibilities required of the post holder.  Formal qualifications and 
standards of literacy and numeracy will only be taken into account 
when they are recognised as necessary for a particular job. 

• Shortlisted candidates will be invited to an interview.  Details of the 
date and time, location of the interview, length and format of interview 
(e.g. tour of premises, presentations), and names of those 
interviewing candidates will be included in the information. 

• Members of PPC responsible for shortlisting, interviewing and 
selection of candidates will be: 

o Clearly informed of selection criteria and the need for their 
consistent application. 

o Given guidance on the effects which generalised assumptions 
about people from groups quoted in the policy can have on 
selection decisions. 

o Made aware of the possible misunderstandings that can occur 
between persons from different cultural backgrounds. 
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d. Interviewing 

• All interviews will be carried out by a minimum of 2 people, the names 
and pronouns of interviewees will be made available in advance. 

• The questions asked will seek to gather objective evidence in support 
of the job description and person specification.  These questions may 
be made available in advance of interviews to all shortlisted 
candidates. 

• Any  candidates will be asked if they need support during the interview 
process or adjustments should they be offered the position. 

• Notes will be taken and evidence gathered against the job description 
and person specification. 

• All candidates will be asked about their eligibility to work. 
 

e. Selection 

• All candidates will be scored against the job description and person 
specification.  The highest scoring applicant will be offered the 
position. 

• An offer will be made to the successful candidate, subject to 
satisfactory references and DBS check. 

• All unsuccessful candidates will be informed of the result of their 
application and offered brief feedback. 
 

f. DBS checks 
In alignment with our Safeguarding Policy, it will request a standard DBS 
check.  PPC may request enhanced disclosures for employees should the 
position meet DBS Guidelines.  This requirement will be clearly stated in the 
application pack. 
 

g. Ex-offenders 
PPC will not discriminate against ex-offenders with unspent convictions, 
unless required to do so because of the nature of the post.  All applications 
will be considered on an individual basis. 
 

h. Induction and training 
All employees, councillors and volunteers will receive a copy of the Equality 
and Diversity Policy as part of their induction. 
 

i. Flexible Working 
PPC recognises that its success depends on a partnership between PPC 
and staff and that to accommodate both the needs of the operation and the 
needs of individuals and depending on an individual’s position certain types 
of flexible working scheme may be appropriate. Under the provisions of the 
Employment Act 2002 and the Employment Relations (Flexible Working) Act 
2023 employees (from day one) have the right to request, in writing, flexible 
working arrangements to care for a child up to 6 years of age, or 18 years of 
age if disabled. The Work and Families Act 2006 also extends the flexible 
working to carers of adults. Employees can make two flexible working 
requests in any 12-month period. Requests will be dealt with by PPC within 
two months of a receipt of a request if no extension is agreed. PPC is not 
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able to refuse a request until they have consulted with the employee. 
 

j. Terms and conditions 
• Annual leave and religious holidays 

PPC will not ask about an employee’s religion and will not discriminate 
against anyone wishing to celebrate their festivals.  Employees are 
required to use part of their annual holiday entitlement to cover time 
off for these and must follow the normal holiday booking procedure 
(see Employee Handbook). 

• Cultural and religious needs 
Where employees, councillors or volunteers have particular cultural 
and religious needs, PPC will consider whether it is reasonably 
practicable to meet these needs while maintaining the efficiency of 
PPC. 

 

k. Training 

• All employees, councillors and volunteers have access to a wide 
range of training opportunities which are regularly circulated. 

• Training opportunities will be discussed during appraisals, one-to-one 
meetings, staff meetings and Council meetings.  Selection for training 
will be made on the basis of both the needs of PPC and the personal 
development of the individual. 

• Special needs and requirements for people with disabilities or caring 
responsibilities will be taken into account whenever practicable and 
methods sought too help them overcome disabilities in taking up 
training opportunities. 

 

5. Role of Councillors and Employees 
All members of staff and Councillors are responsible for implementing PPC’s Equal 
Opportunities Policy.  It is important that all individuals who are employed by PPC 

appreciate that they have a responsibility and a role to play in the provision of equal 

opportunities. 

In certain circumstances PPC could be vicariously liable for actions carried out by 
staff purportedly in the Council’s name. Any member of staff or councillor may 
be personally liable if, whilst on PPC business and despite guidance and/or 
training from PPC, they behave illegally in respect of the Equality Act 2010. 
 
It is the Clerk’s responsibility, with the support of PPC, to ensure implementation of 
the Equal Opportunities Policy.  Appropriate funds will be sought to implement 
approved aspects of the policy which require special and additional resources.  All 
employees, councillors and volunteers have the individual responsibility to: 

• Follow procedures introduced to ensure equal opportunity and non-
discrimination 

• To draw attention of PPC to suspected or alleged discriminatory practices 

• To refrain from harassing or intimidating other employees, councillors or 
volunteers, client of, or visitors to PPC on any of the grounds cited in this 
policy. 
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a. Employment 
PPC is an equal opportunity employer and is committed to ensuring within 
the framework of the law that PPC’s workplaces are free from unlawful or 
unfair discrimination. Recruitment and management of staff will always 
adhere to the Equal Opportunities commitments within this policy and as set 
out in law. 
 

b. Grievance and Disciplinary Procedures 
PPC will take seriously any complaints of discrimination and will not victimise 
people who make such complaints.  Employees will be made aware, as part 
of the induction process, of their responsibilities in relation to equality and 
diversity and that discriminatory behaviour will be fully investigated and dealt 
with using the Disciplinary Procedure. 
 

c. Bullying and Harassment 
PPC upholds the right of all employees, councillors and volunteers to be 
treated with respect and dignity and to work in an atmosphere free of bullying 
and harassment. 
 
All employees, councillors and volunteers are responsible for ensuring that 
their own behaviour is sensitive to others and for ensuring that they do not 
condone or support the bullying or harassing behaviour of others. 
 
All complaints of bullying and harassment will be treated seriously and 
should be raised using the Grievance Procedure.  All complaints will be 
investigated and where appropriate, the Disciplinary Procedures will be 
followed. 

 

6. Monitoring of Equal Opportunities 
PPC’s Staffing Committee will have responsibility for the implementation and 
monitoring of the policy as it applies to PPC as an employer. 
 
PPC’s Finance & Operations Committee will have responsibility for implementing 
and monitoring the policy as it applies to PPC as a service provider, involving the 
local community and voluntary groups in the monitoring process where appropriate. 
 
Complaints from staff about discrimination or unfair treatment will be dealt with as 
laid down in PPC’s Grievance Procedure. 
 
Complaints from members of the public about discrimination or unfair treatment will 
be deal with through PPC’s Complaints Procedure. 
 
This policy will be reviewed at least every 2 years or as and when legislation 
changes. 


