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POLICY STATEMENT 
Elim is committed to being an equal opportunities employer and to maintaining a 

working environment free from discrimination, victimisation, harassment and bullying. 

In all aspects of employment, Elim's aim is to ensure that all applicants, employees, 

workers, and visitors (including customers and suppliers) are protected from unlawful 

discrimination on grounds of their sex, marital or civil partnership status, sexual 

orientation, gender reassignment, race, colour, ethnic or national origins, religion or 

belief, pregnancy or maternity, disability or age (the protected characteristics). Fixed-

term and part-time workers are also protected from being treated less favourably than 

their permanent full-time counterparts and Elim is committed to parity of treatment. 

This policy has been approved by Elim's management who vigorously endorse the 

principles of non-discrimination.  

 

Unlawful discrimination, victimisation, harassment and bullying will not be tolerated by 

Elim. Those responsible for any such action or any other breach of this policy may be 

subject to disciplinary proceedings in accordance with Elim's disciplinary procedure (up 

to and including summary dismissal) and may also be personally liable for their 

unlawful conduct. In some cases this may include criminal liability.  

 

This policy does not have contractual effect and is given by way of guidance only. The 

policy is not exhaustive. Elim reserves the right to amend or replace this policy at any 

time. The policy applies to all persons working for us, whether as employee, self-

employed or casual worker, full or part time, paid or unpaid or on any other basis 

whatsoever.  

 

POLICY 
The laws prohibiting discrimination in the workplace affect all our employment 

decisions and we do not unlawfully discriminate against any person working for us or 

involved with our business (whether as customer, supplier or otherwise) on any of the 

Protected Grounds nor do we allow any member of staff to unlawfully discriminate on 

any of the Protected Grounds.  

 

With regard to staff, this includes, but is not limited to, decisions relating to job 

advertisements, recruitment and selection, transfers and promotions, training and 

development, salary, health and safety, benefits, disciplinary and grievance issues, 

termination of employment and severance terms.  

 

We seek to monitor our employment practices regularly, whether formally or informally, 

to identify and eliminate any potentially discriminatory practices. All members of staff 

working for us are expected to comply with the principles of non-discrimination set out 

in this policy and in law. As a general rule, all workers should treat each other and those 

they come into contact with at work with equal respect. You are responsible not only for 

your own actions but to ensure that the actions of others do not breach the spirit and 

intent of this policy and the anti-discrimination legislation. Any discriminatory act should 
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be reported immediately to the HR department and failure to do so may render you 

liable to disciplinary action.  

 

When recruiting members of staff we may request and/or record data relating to the 

Protected Grounds to assist compliance with this policy.  

  

There is an exemption in the Equality Act 2010 allowing religious organisations to 

impose an occupational requirement relating to religion due to the nature of the work 

or the context in which it is carried out.  As a result, we can require applicants to be 

Christians who assent to Elim’s Foundational Truths, where that is justified in light of the 

work that they will be carrying out or the context in which they will be working. 

 

There is a separate exemption allowing an employer to impose a requirement relating 

to sexual orientation where the job is “for the purposes of organised religion” and the 

requirement is imposed to comply with the doctrines of the religion or where, because 

of the nature or context of the employment, the requirement is applied so as to avoid 

conflicting with the strongly held religious convictions of a significant number of the 

religion's followers.  This would allow a Church to refuse to appoint someone who is a 

practising homosexual in key roles such as Minister, Worship Leader, Youth Leader, etc.   

 

There are two broad forms of discrimination under UK legislation: direct and indirect 

discrimination.  

 

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 treatment will still amount to direct discrimination even if it is based on the 

protected characteristic of a third party with whom the job applicant or employee is 

associated and not on the job applicant’s or employee’s own protected characteristic. In 

addition, it can include cases where it is perceived that a job applicant or an employee 

has a particular protected characteristic when in fact they do not. 

 

Discrimination after employment is also unlawful if it arises out of and is closely 

connected to the employment relationship, for example, refusing to give a reference or 

providing an unfavourable reference for a reason related to one of the protected 

characteristics. Elim will take all reasonable steps to eliminate direct discrimination in all 

aspects of employment. 
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INDIRECT DISCRIMINATION 
Indirect discrimination is treatment that may be equal in the sense that it applies to all 

job applicants or employees but which is discriminatory in its effect on, for example, 

one particular sex or racial group.   

 

Indirect discrimination occurs when the employer applies a provision, criterion or 

practice (PCP), which disadvantages employees/applicants who share a protected 

characteristic compared with those who do not. A PCP is discriminatory in relation to a 

protected characteristic of the job applicant/employee if: 

 

• it is applied, or would be applied, to persons with whom the job 

applicant/employee does not share the protected characteristic; 

• the PCP puts, or would put, persons with whom the job applicant or employee 

shares the protected characteristic at a particular disadvantage when compared 

with persons with whom the job applicant or employee does not share it; 

• it puts, or would put, the job applicant or employee at that disadvantage; and  

• it cannot be shown by Elim to be a proportionate means of achieving a legitimate 

aim. 

 

Elim will take all reasonable steps to eliminate indirect discrimination in all aspects of 

employment. 

 

DISABILITY 
Disabled workers enjoy special protection in law, including an employer's duty to make 

reasonable adjustments to their job where appropriate. If you consider that you may be 

disabled within the meaning of the disability provisions of the UK equality legislation, 

you should notify the HR department. Elim will discuss with you whether you are able to 

fulfil your proposed duties and whether there are any adjustments that could 

reasonably be made to your job or working environment to enable you to carry out 

your proposed duties effectively. Elim may also ask a medical advisor appointed by it to 

give advice on these matters and on the impact of the physical features of our 

premises. 

  

Applicants for a job will not be asked questions about their health before a job offer is 

made to them other than:  

 

• for the purposes of equal opportunities monitoring; 

• for the purposes of positive action; 

• to assess whether reasonable adjustments need to be made or whether the 

applicant is able to attend an assessment; or 

• to assess whether an applicant is able (with any reasonable adjustments) to carry 

out an intrinsic part of the job. 
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CHILDCARE 
You should discuss with the HR department any concerns that you may have about 

balancing your child-caring responsibilities with your job. The HR department may refer 

you to other appropriate policies and guidelines. Job applicants will not be asked 

questions relating to their past, future or potential pregnancy or their child-care 

arrangements.  

 

EQUAL PAY AND EQUALITY OF TERMS 
Elim 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, Elim will 

endeavour to maintain a pay system that is transparent, free from bias and based on 

objective criteria. 

 

REPORTING COMPLAINTS 
 

Equality complaints procedure  
 

Elim does not tolerate any unlawful discrimination, victimisation or harassment 

towards its employees.  

 

Elim promotes a workplace with a positive ethos towards equality of 

opportunity, dignity and respect.  

 

This policy allows employees to raise concerns and complaints that challenge 

any workplace incidents of discrimination, victimisation, bullying or harassment. 

Elim treats all concerns and complaints made under this policy seriously and will 

deal with them in an efficient and timely manner, as confidentially as possible.  

 

No unfavourable treatment will occur as a consequence of employees raising 

concerns or complaints under this policy. The rules around victimisation protect 

employees that bring proceedings in connection with the Equality Act 2010.  

 

Employees may take informal or formal action. The decision between informal 

or formal action is entirely the choice of the employee.  

 

Informal action 

If an employee thinks they have been treated unfairly and want further advice, 

they can speak to the HR department, or to third party bodies and advisers such 

as Acas or the Equality and Human Rights Commission.  
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The following voluntary steps are available to employees, entirely at the 

discretion of the employee:   

 

• the employee may feel that the issues can be raised directly with the 

person whom they believe is responsible. This may be particularly 

relevant in circumstances where the person concerned may not be aware 

that their conduct is unwelcome or objectionable. The employee may 

choose to speak directly to the person concerned to try to resolve the 

situation informally 

• employees may speak to the HR Manager and raise a matter informally. A 

member of HR will meet with the person concerned and seek to resolve 

the situation informally.  

 

Both these steps are entirely voluntary and employees that do not feel 

comfortable with this type of action are under no obligation to take either step.  

 

Elim does not recommend informal action in circumstances involving serious 

allegations of inequality, discrimination, bullying, victimisation and/or 

harassment.  

 

 
Formal action 

Employees should raise complaints to their line manager in the first instance. If 

that is not appropriate, or the employee wishes to raise their complaint 

elsewhere, the employee should raise complaints to either their appropriate line 

manager , or above or the HR Manager in the HR department.  

 

Elim recommends that the complaints be put in writing, identifying the person(s) 

concerned and what has happened and when. Elim will appreciate details of any 

specific incidents. Employees are encouraged to provide any times and dates 

and names of any witnesses or other people involved to assist with the 

investigation.  

 

Upon receipt of a formal complaint, the investigating manager will take 

immediate action to investigate the complaint. The actions that will be taken 

very much depend on the nature of the allegation, but can include conciliation 

between those involved if the employee agrees to this, initiating an investigation 

and/or suspending the person concerned pending investigation.  

 

Serious allegations will likely lead the investigating manager to consider 

suspending the person concerned to keep them away from the workplace 

during the course of an investigation and to ensure there is no further contact 
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with the employee for the duration. The act of suspending the person(s) 

concerned not in itself a disciplinary sanction and does not prejudge the 

allegations that have been raised against them.  

 

Investigation process 
Elim’s investigation process in respect of complaints raised under this policy is 

robust and objective. The investigating manager will conduct their investigation 

into the allegations of discrimination, bullying, victimisation and/or harassment 

confidentially, subject to the need to discuss the situation with those involved 

and any witnesses so as to establish the situation. 

 

The person against whom the allegation is made will receive, in writing and 

before their interview, exact details of the description of the complaints raised 

against them.  

 

The investigating manager will accord both parties the necessary respect during 

the investigation to establish what happened. Separate meetings and interviews 

will take place and employees may be accompanied by a colleague or trade 

union representative during these.  

 

After the investigation has been completed and all those involved interviewed, 

the investigating manager will complete an investigation report setting out their 

conclusions. The final report will be copied to the concerned employee’s 

personnel and a copy will be provided to the employee and the person against 

whom the allegation was made but no other form of disclosure will take place. 

The investigation report may contain redacted names, or have sections removed 

before disclosing to concerned parties, so as not to identify third parties to the 

alleged perpetrator.  

 

Investigation outcome 
The investigation report may require Elim to undertake disciplinary action 

against the alleged perpetrator, stop the harassment or otherwise take steps to 

correct the discriminatory behaviour and prevent it from taking place again. The 

report may recommend training or re-training to ensure appropriate conduct is 

reiterated. 

 

Substantiated acts of discrimination, harassment, bullying or victimisation are 

considered by Elim to be acts of gross misconduct. Please refer to the Elim’s 

Disciplinary Policy for more details.  

 

The investigation report may conclude that no discrimination, harassment, 

bullying or victimisation occurred and that no further action is required. The 
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report may also conclude that the employee’s allegation was false or malicious 

and may suggest disciplinary proceedings take place in relation to the conduct of 

the employee who made the complaint.  

 

Appeals 
Employees that are dissatisfied with the outcome of an investigation into their 

formal complaint under this policy may submit an appeal in writing.  

 

The investigation report will specify the name of the senior manager in the 

organisation to whom the appeal should be sent. Employees must ensure they 

comply with the time limit set out in the investigation report for submitting the 

appeal. This is usually [insert time period eg two weeks] from the date of receipt of 

the investigation report. The appeal should set out the full details of the 

employee’s reasons for their dissatisfaction with the outcome.   

 

Elim will, through the nominated senior manager, arrange an appeal hearing to 

consider the grounds for their appeal, usually within two weeks of the appeal 

being received. At this hearing, employees are entitled to be accompanied by a 

colleague or trade union representative. The appeal hearing will review the 

grounds for the dissatisfaction and explore potential solutions, with a written 

outcome supplied to the employee within two weeks of the appeal hearing.  

 

If the appeal is upheld, the written outcome will explain what actions Elim will 

take or proposes to take as a result of the appeal.  

 

If the appeal cannot be upheld, the written outcome will set out the reasons as 

to why and confirm that no further action will be taken.  

 

There is no further stage under this procedure once the appeal has been 

decided.   

 

Records 
Allegations under this policy are recorded for monitoring the effectiveness of the 

organisations  equality policies, which includes the production of management 

statistics on complaints received, upheld, rejected and the consequential 

actions.  

 

The records include a summary of the type of allegation, the type of issue 

(discrimination, harassment etc), the organisations investigation, actions taken 

by the Company (and why) and the outcome sent to the employee. 
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These records are held by the HR department. The storage of these records 

complies with Elim’s obligations in line with current data protection legislation   

 

All allegations of discrimination will be dealt with seriously, confidentially and 

speedily. Elim will not ignore or treat lightly grievances or complaints of unlawful 

discrimination from employees. 

 

If your complaint relates to bullying, harassment or intimidation, you should 

refer to Elim’s Bullying and Harassment policy statement. 
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