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Central England Area Quaker Meeting  
  

Equalities Policy and Action Plan 2017 (reviewed 2020) 

  

Introduction  

  

Central England Area Quaker Meeting (CEAQM) is committed to the historic Quaker testimony to 

equality. All are equal before God. We are reminded in Advices and Queries: “Are you alert to 

practices here and throughout the world which discriminate against people on the basis of who or 

what they are or because of their beliefs? Bear witness to the humanity of all people, including 

those who break society's conventions or its laws. Try to discern new growing points in social and 

economic life. Seek to understand the causes of injustice, social unrest and fear. Are you working to 

bring about a just and compassionate society which allows everyone to develop their capacities and 

fosters the desire to serve?”  

We are therefore committed to eliminating discrimination and encouraging diversity amongst our 

workforce.   

  

The purpose of this policy is to provide equality and fairness for all in our employment. We will not 

discriminate against anyone because of  

• age     

• disability  

• gender reassignment   

• marriage or civil partnership   

• pregnancy or maternity   

• race   

• ethnic origin   

• colour   

• nationality   

• national origin  

• religion or belief   

• sex and sexual orientation.   

We actively oppose all forms of unlawful and unfair discrimination.  

  

All employees and volunteers1, whether part-time, full-time or temporary, will be treated fairly and 

with respect. Selection for employment, volunteering, promotion, training or any other benefit will 

be on the basis of aptitude and ability. All employees and volunteers will be helped and encouraged 

to develop their full potential; and the talents and resources of the workforce will be fully utilised to 

maximise the efficiency of the organisation.  

  

Our commitment  

  

• To create an environment in which individual differences and the contributions of all 

our staff and volunteers are recognised and valued.  

• Every employee or volunteer is entitled to a working environment that promotes dignity 

and respect for all. No form of intimidation, bullying or harassment will be tolerated.  

 
1 In this document, the terms “employees” and “staff” may also include regular volunteers; see Appendix for definitions.  
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• Training, development and progression opportunities are available to all staff  

and volunteers.  

• Equality in the workplace is good management practice and in line with Quaker 

principles.  

• We will review all our employment practices and procedures to ensure fairness.  

• Breaches of our equality policy will be regarded as misconduct and could lead to 

disciplinary proceedings.  

• This policy is fully supported by the Area Meeting and its Trustees.    

• The policy will be monitored and reviewed every three years.  

  

Action Plan  

  

We are a small employer, with few and diverse posts, which makes equality monitoring difficult. 

Nevertheless, we will strive to collect evidence that will enable us to be confident that our 

employment practices are fair and non-discriminatory.  

  

Policies and procedures  

• In our three year rolling programme of reviews of all our employment policies and 

procedures, we will ensure that each is consistent with this policy.  

• Where they are not, they will be revised.  

  

Reviewing  

• We will review job applications, shortlists, and appointments to ensure that our 

recruitment procedures are fair.  

• We will review grievances and disciplinaries to ensure that action is fair and non-

discriminatory.  

  

Training  

• We will ensure all staff and volunteers are familiar with this policy. It will be explained 

to new staff or volunteers as part of their induction programme.  

• We will ensure that all staff have equal and direct access to training, development 

opportunities and promotion relating to their post and approved by their Line Manager 

or relevant management committee, taking positive action where necessary.  

  

Harassment and bullying  

• We are committed to tackling harassment and bullying.  

• We will prepare an anti-harassment and bullying policy.  

• Harassment or bullying may result in disciplinary action.  

  

Targets  

• All our employment policies and procedures will be reviewed and assessed against this 

policy every three years.  

• Where lawful, we will take positive action to improve the diversity of our workforce.  
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Appendix: definitions  
  

Disability  

A disabled person is described in the Equality Act 2010 as one who has a physical or mental 

impairment which has a substantial and long-term adverse effect on his or her ability to carry out 

normal day-to-day activities.  

  

Diversity  

Diversity is about recognising, valuing and taking account of people's different backgrounds, 

knowledge, skills, and experiences, and encouraging and using those differences to create a 

productive and effective workforce.  

  

Ethnicity   

A strict definition of an ethnic group is a group regarded as a distinct community by virtue of 

certain essential characteristics – a shared history which distinguishes it from other groups and a 

cultural tradition of its own. Sikhs and Gypsies are examples. However, it has come to have a 

broader meaning and the expression ‘ethnic monitoring’ is used in reference to groups defined by 

colour, race or national origin as well.  

  

Gender   

The word 'gender' is often used in place of the word 'sex' in equality issues. 'Gender' does not 

appear in legislation (except for 'gender re-assignment' – see below) but 'sex discrimination' and 

'gender discrimination' are generally interchangeable. Gender refers to a person’s psychological 

identification, whereas sex refers to their biological development.  

  

Gender Reassignment   

Gender reassignment is a personal, social, and sometimes medical, process by which a person's 

gender presentation (the way they appear to others) is changed. Not all transsexual people undergo 

medical supervision to change their gender. People who decide to live in the gender opposite to that 

assigned at birth, but do not undergo any medical procedures, are protected from discrimination 

under the Equality Act 2010.  

  

Harassment  

Behaviour which is unwelcome or unacceptable and which results in the creation of a stressful or 

intimidating environment for the victim amounts to harassment. It can consist of verbal abuse, 

racist jokes, insensitive comments, leering, physical contact, unwanted sexual advances, ridicule or 

isolation.  

  

Occupational Requirements:   

In very limited circumstances, it will be lawful for employers to specify that job applicants must 

have, or must not have, a particular protected characteristic under the Equality Act 2010. This is 

known as an ‘occupational requirement’. The requirement must be:   

• crucial to the post, and not just one of several important factors   

• relating to the nature of job in question, rather than the nature of the employing 

organisation   

• a proportionate means of achieving a legitimate aim.   
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Positive action  

The Equality Act allows you to take positive action if you think that employees or job applicants 

who share a particular protected characteristic suffer a disadvantage connected to that 

characteristic, or if their participation in an activity is disproportionately low.   

  The Equality Act 2010 allows you, if you want to, to take a protected characteristic into 

consideration when deciding who to recruit or promote. However, you can only do this when you 

have candidates who are “as qualified as” each other for a particular vacancy.  This does not mean 

they have to have exactly the same qualifications as each other, it means that your selection 

assessment on a range of criteria rates them as equally capable of doing the job.   

  You would also need some evidence to show that people with that characteristic face 

particular difficulties in the workplace or are disproportionately under-represented in your 

workforce or in the particular job for which there is a vacancy. In these circumstances, you can 

choose to use the fact that a candidate has a protected characteristic as a ‘tie-breaker’ when 

determining which one to appoint.   You must not have a policy of automatically treating job 

applicants who share a protected characteristic more favourably in recruitment and promotion. This 

means you must always consider the abilities, merits, and qualifications of all of the candidates in 

each recruitment or promotion exercise. Otherwise, your actions would be unlawful and 

discriminatory.  

  

Relevant management committee  

For wardens, caretakers, etc., this will probably be the Premises or Property Committee of the Local 

Meeting. For other employees of Local Meetings, it is advisable for the Business Meeting to set up 

a committee that the Line Manager will report to. Other committees in line management include 

Northfield Ecocentre Committee (or its Employment SubCommittee), the West Midlands Quaker 

Peace Education Project Steering Group (or its personnel sub-committee), Northfield Development 

Committee, Peace Hub committee, and CEAQM Trustees. This list is not exhaustive.  

  

Sexual Orientation.  

Sexual orientation: Whether a person is attracted to people of their own sex, the opposite sex or 

both sexes. Assumptions and perceptions of a person's sexual orientation are also covered by law.  

  

Transsexual  

Transsexual is an adjective used to describe people who have such a powerful sense of discomfort 

with the sex of their body and subsequent social role – a condition called gender dysphoria – that 

they undertake a personal, social, and sometimes medical, transition to live in the gender identity of 

their personal conviction.  

  

Voluntary Worker  

Voluntary workers are not paid a wage, because of an exemption under the National Minimum 

Wage 1998 (section 44). The exemption is designed to allow people who genuinely wish to work 

for a charity or voluntary organisation without profit to do so without fear of qualifying for the 

national minimum wage.  

  Voluntary workers are entitled to core employment rights including the right to:  

• A minimum period of holiday (annual leave).   

• Minimum length of rest breaks.   

• Not work more than 48 hours on average per week or to opt out of this right if they 

choose.   

• Protection against unlawful discrimination.  
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• Protection for 'whistleblowing' (reporting wrongdoing in the workplace) The contract 

you have agreed with your voluntary worker may specify additional rights, in which 

case these will also apply to your particular arrangement.  

  Please note that the law does not allow for any middle ground between a ‘voluntary worker’ 

who does not receive a wage and an employee who must receive a wage at minimum wage levels 

or above. If you pay any wage, then it must be at least at Minimum Wage levels.  

  

Volunteer  

A volunteer is defined as any individual who willingly gives their time, energy and skills, without 

payment of wage or salary, for the benefit of both themselves, CEAQM and to the good of the 

community. For the purposes of this policy, volunteers are people specifically recruited as 

volunteers, through a process that is open to all, and not restricted to Members and Attenders of the 

Religious Society of Friends. Members and Attenders appointed to roles through our Quaker 

nominations process, and Quakers giving service as part of their Quaker commitment, are not 

volunteers for the purposes of this policy.  

  

Related Policies  
  

Appraisal and Performance Management   

Disciplinary Procedure  

Employment application form (includes equal opportunities monitoring form)  

Grievance Procedure  

Induction and probation for staff  

Maternity and Paternity Leave 

Flexible working   

Recruitment, Selection and Appointment of Staff  

Volunteer Policy  

  

Useful documents  
  

ACAS: Delivering Equality and Diversity (booklet), November 2011  

ACAS: The Equality Act 2010 – guidance for employers (booklet)   
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