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Policy  

We embrace diversity and the business benefits it brings and oppose all forms of unlawful and unfair 

discrimination on any real, perceived or associated differences.  We believe in a fair society where 

everyone has an equal chance to learn, work and live free from discrimination, harassment, bullying, 

victimisation and prejudice. A safe and supportive working environment with a workforce that truly 

represents all sections of our society.  And where each employee feels respected and able to give of 

their best. We seek to develop an organisational culture at Arena that reflects this belief and enables 

all persons to be treated with dignity and fairness and to succeed within our business.  We also draw 

your attention to our Prevention of harassment, victimisation and bullying policy and procedure.   

 

Procedure 

This procedure does not form part of any Employees’ contract. It provides a framework for the 

Arena to deliver this policy and may be amended without prior notice.  

‘Scope’:   All employees, workers and those who represent Arena. 

1. Definitions  

Protected Characteristics.  The Equality Act 2010 defines discrimination as less favourable 

treatment due to a protected characteristic. The 9 protected characteristics are:  Age; disability; 

gender reassignment; marriage and civil partnership; pregnancy and maternity; race; religion or 

belief; sex and sexual orientation. 

Forms of discrimination.   

Direct discrimination in law this occurs where someone is treated less favourably because of a 

protected characteristic related to them.   

Indirect discrimination occurs in law where a person is disadvantaged by an unjustified 

provision, criterion or practice that also, overall, puts other people with the same protected 

characteristic at a disadvantage. 

Associated  This occurs when a person is treated less favourably due to their association with a 

person who has a protected characteristic. 

Perceived This is where a person is treated less favourable because another person perceives 

them to have a protected characteristic – but in reality they do not. 

Third Parties   We recognise one of our employees may be at risk of being harassed, treated 
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unequally, excluded victimised or treated unfavourably or without reasonable respect by a third 

parties associated to our business (such as clients, suppliers the public).  

2. Recruitment and selection 

Within our resources, and where reasonably practicable, we will always endeavour to bring our 

vacancy to as wide and diverse talent source and platform of potential of Applicants as possible. 

We will then follow a systematic procedure that will identify the skill-set needed to complete the 

work demands and achieve the results needed effectively and safely for a position.  We will 

select the person who most closely matches the identified needs of the position and working 

environment and on no other criteria or basis. We will always explore any reasonable 

adjustments for any individual to overcome a disability, so we can secure the best candidate.  

Please see our recruitment and selection procedure for more details.  When outsourcing to 

another Organisation we will undertake due diligence to ensure they meet the criteria required 

and will adhere to this policy and procedure.   

3. Personal development 

To maintain and build the competency and capability of Arena for sustained growth, individual 

learning needs will be identified at:  Induction; on change of job/position; other change; 

outcome of a risk assessment or other control system; at individual reviews; or other 

organisational or personal change.  All persons will be given access to training deemed suitable 

by their manager to effectively and safely under take their current work and build their 

capability to meet the future requirements of Arena and to build and support their career with 

us where possible and practicable to do so.   

4. Promotion, salary and benefits 

All promotion, salary and benefit decisions will be based on merit and the skill-set, contribution 

and results each person delivers. This will be reviewed to ensure all have equal access and there 

are no unlawful obstacles. Finding will be reported to the Group MD. 

5. Terms and conditions of employment and our working environment 

All terms and conditions are based on English law and the needs and aims of Arena and the 

individuals who work within, or in association with, Arena. We will apply policies and procedures 

equally across our workforce and will not discriminate on any basis.  Although previous decisions 

will be reviewed, any final decisions will be based on the specific circumstances on a case by 

case basis. Integral to many of our procedures will be the need to complete a full investigation 

on any allegation before invoking any action. 
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Within our working environment and available resources, we will endeavour to accommodate 

different employees’ religions, beliefs, cultures, personal characteristics and personal care 

responsibilities wherever practicable to do so.  This will be balanced with the needs and beliefs 

of others, the impact on the business and our operational resources and practicability.  

If any person has a request they should speak with their Manager.  We encourage an ‘open door’ 

policy so all may come to us not only with suggestions, but to be able to discuss any concerns, 

grievances or difficulties they are experiencing. 

6. Termination of employment 

If Arena faces a potential redundancy situation we will ensure that the redundancy criteria and 

our procedures are fair and objective and are not directly or indirectly discriminatory and are 

compliant to current law. We will also ensure that any of our procedures where penalties, 

including dismissal (for a potentially fair reason) are applied, that they are applied in a fair, 

consistent and objective manner.  Where appropriate the relevant procedure will incorporate 

the need for a full investigation to gather all facts prior to invoking any formal procedure. We 

commit not to directly or indirectly discriminate across our business in compliance with English 

law. 

7. Disability  

 If you are, or become, disabled we encourage you to tell your manager.  First, we can wherever 

practicable take actions to ensure your continued health and safety at work.  And, if you 

experience difficulties at work because of your disability, we will work with you and any medical 

or occupational health advisors (as appropriate) to overcome these difficulties and remain an 

affective member of our team. We will work with you and your advisor(s) to evaluate the 

practicality of any reasonable adjustments to try to accommodate your needs therefore enabling 

you to meet and maintain the requirements of your position.  If we consider an adjustment 

(either temporary or permanent) is not practical and/or reasonable, we will explain why and try 

to find and alternative solution with you where possible. 

8. Raising a concern, complaint or grievance 

Arena will take all concerns, complaints and grievances seriously.  An employee who makes a 

genuine complaint, or raises a concern or grievance, will be protected and not penalised or 

victimised for doing so.  If any employee believes that have been subjected to an inequality or 

discrimination, by and party whether and employee of Arena or a third party they should initially 

raise their concern or complaint with their manager.  If this is not appropriate, or the matter is 
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not resolved, you should raise a Formal Grievance (see our procedure within this Handbook) in 

writing stating your reasons.  Workers or those associated with Arena should raise their concern 

with the relevant Unit Manager or Manager.  If this is not appropriate they should raise their 

concern with the Director of Operations. 

9. Breach of this procedure 

 Any alleged breach of this procedure by an employee would be investigated for an employee 

within our Disciplinary procedure.  For a non-employee, it would be considered as a potential 

fundamental breach of our agreed Terms and Conditions. 

10. Responsibilities and compliance 

Your Manager to implement this procedure and ensure the resources, guidance and assistance 

needed is provided and that all are fully aware of the need for equality within our business.  We 

ask all our employees to treat others as they wish to be treated, fully engage with the aims of 

this procedure and give feedback to your Manager as to its effectiveness.  

Ultimately the Management team are responsible for ensuring this policy and procedure is 

implemented and to give feedback to the Company Group MD who will evaluate its 

effectiveness and ensure our compliance and continuous improvement. 

11. Enabling documents 

 

Description of Document Ref Description of document Ref 

Concern Form TV Z:   

    

 


