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Mid Anglian Enterprise Agency Limited
Equal Opportunities Policy


1. Introduction

The Mid Anglian Enterprise Agency Ltd (“MENTA”) is committed to equal opportunities and opposes any form of unlawful or unfair, direct or indirect discrimination, harassment to its employees or job applicants, on racial, sexual grounds or on the grounds of disability or for any other unjust reason.

2. Purpose

This policy embraces the requirements of the relevant legislation (Sex Discrimination Act 1975, Equal Pay Act 1970, Race Relations Act 1976, and Disability Discrimination Act 1995) and incorporates any other form of harassment and intimidation at work.  It aims to promote equality of opportunity of employment and seeks to nurture a culture that supports diversity amongst employees.  The policy will apply to all aspects of employment, including recruitment and selection processes, promotion, opportunities for training and development and conditions of service.

MENTA aims to provide a safe working environment that is free from all forms of intimidation and harassment.

3. Responsibilities

All staff will be responsible for upholding the provisions of the Equal Opportunities policy.  To achieve this they must:

1. Make efforts to ensure that members of staff are managed fairly and objectively.

2. Ensure everyone is aware of MENTA’s equal opportunities policy.

3. Investigate and take appropriate action regarding any claims of discriminatory treatment or harassment as outlined in the anti-harassment policy and complaints procedure.

4. Policy
To achieve equality of opportunity, MENTA will:

1. Ensure all policies and procedures relating to the management of staff are not unfairly discriminatory, and safeguard the individual rights of any employee who is unfairly treated through the appropriate grievance and disciplinary procedures.

2. Ensure that employees and job applicants are interviewed, selected and appointed on the basis of merit, using objective criteria such as person specification.  Care must be taken to ensure that the criteria used are relevant to the job or it may leave MENTA open to claims of indirect discrimination.  Our selection process will be monitored to ensure fairness.

3. Give full and fair considerations for employment and work experience for applicants with disabilities.  This will be based on an assessment of their abilities and an assessment of any reasonable adjustments which could be made to the workplace, taking into account health and safety legislation, or to the way work is done in order to overcome the effects of the disability.

4. Endeavour to ensure continued employment for any member of staff who becomes disabled.  The aim will be to retain staff in their existing job or where practicable, in an alternative of equivalent pay and conditions.

5. Ensure where necessary training and support is provided to assist employees to overcome disadvantages.

6. Provide, where operationally practicable, flexible working arrangements, which meet the needs of both the individual and the business.

7. Provide training and guidance to all staff (in particular managers, supervisors and those involved in the recruitment and selection process), to ensure that they understand their responsibilities under MENTA’s policy and procedures, and their position in the law.

8. Regularly monitor and analyse the composition of the workforce in order to assess the application/effectiveness of the policy and highlight areas to be addressed.

5. Harassment and intimidation at work

Such behaviour is unacceptable and is outlined in the anti-harassment policy and complaints procedure. 

6. Compliance

Breaches of this policy may constitute serious misconduct liable to disciplinary action, which may include summary dismissal.  Acts of discrimination and harassment are unlawful.

Grievances on matters covered by this policy will be handled through the grievance procedure.  Any member of staff who feels that they have been victimised or discriminated against should, in the first instance, bring the complaint to the attention of their line manger.  If it is not practicable for an employee to do this, for example if the complaint is against their line manager, they should contact the Chief Executive.


