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Marking Criteria:
 We expect the learners to write minimum one well expressed point in three lines against each allocated mark. This means one needs to write 15 lines with 5 well expressed points to get high grades for a 5 marks question.
For high grades use examples and illustrations where appropriate. 
Please insert your completed assignment ( in word format)  here:	1. Give short answers to the following questions:	i. Define the term ‘Discrimination’.	It is unlawful to discriminate against those with protected characteristics.		The characteristics that are protected by the Equality Act 2010 are:	age	disability	gender reassignment	marriage or civil partnership (in employment only)	pregnancy and maternity	race	religion or belief	sex	sexual orientation		Discrimination takes place when one (or more) person(s) is treated less favourably than others in the same circumstances.  There are many forms of unfair treatment which are categorized below.	Direct Discrimination – treating a person less favourably because of a protected characteristic.	Indirect Discrimination - This form of discrimination takes place when a requirement or condition of employment, promotion or aspects of service delivery is applied equally and appears to be fair, but can be shown to have an adverse impact on an individual or group by placing them at a disadvantage, and the reasons for this cannot be justified.	Discrimination by Association – is where a person is treated less favourable due to their relationship with an individual who has a protected characteristic.	Discrimination by Perception – this is where a person is treated less favourably because it is perceived that they have a protected characteristic.	Treating someone less favourably because they have asserted their rights under this policy i.e. they have complained about discrimination.		ii. What is the difference between direct and indirect discrimination?	Direct Discrimination – treating a person less favourably because of a protected characteristic.  An example of this would be racial discrimination or religious discrimination.	Indirect Discrimination - This form of discrimination takes place when a requirement or condition of employment, promotion or aspects of service delivery is applied equally and appears to be fair, but can be shown to have an adverse impact on an individual or group by placing them at a disadvantage, and the reasons for this cannot be justified. An example of this would be that you can’t wear certain religious symbols, like jewellery or head coverings. If this is the case, you may be able to complain you’ve been indirectly discriminated against.		iii. What is victimisation?	Treating someone less favourably because they have asserted their rights under this policy i.e. they have complained about discrimination. An example of this would be if you are denied a promotion (despite being the best candidate), due to a complaint you had made previously.		iv. What is race discrimination? Explain, with a few examples.	Race discrimination is when you are treated unfairly because of your race, or because of the race of someone you are connected with, such as your partner. ‘Race’ includes colour, nationality, citizenship and ethnic or national origins.	Race discrimination can be direct or indirect.	An example of direct race discrimination is where you are from a particular racial group and an employer refuses to employ you because, the employer says, you ‘wouldn’t fit in with our current staff’ or ‘the patients would object’. 	It’s also direct discrimination if an employer turns you down for a job because of your connection with someone else of a particular racial group. For example, an employer might turn you down for a job because your partner is Afro-Caribbean.	It is indirect race discrimination to have a rule, policy or practice which people of a particular racial, ethnic or national group are less likely to be able to meet than other people, and this places them at a disadvantage. Examples of indirect discrimination might include:	an employer insisting that candidates for a job should have UK qualifications	the banning of wearing headscarves, or insisting on the wearing of skirts, at work or at school	an employer insisting that someone has English as a first language.		v. What is the Disability Discrimination Act 1995 about?	The DDA 1995 legally protects disabled people, or people who have had a disability, from discrimination and sits alongside the Government's commitment which is set out in the report Improving the Life Chances of Disabled People (Strategy Unit 2005). This states that: “By 2025, disabled people in Britain should have full opportunities and choices to improve their quality of life and will be respected and included as equal members of society.”	Under the DDA Act, it is unlawful for employers to treat a disabled person less favourably than someone else because of his or her disability without justification, or to fail to comply with a duty to make reasonable adjustments, without showing that the failure is justified.	The Act applies to most employment matters, including recruitment, promotion, transfer, development and training, and dismissal (including compulsory early retirement).	NHS expertise puts it in a position to demonstrate to other employers the ways in which people with disabilities, including those with mental health problems, can effectively be accommodated into the workforce.	In my role, I have referred to the DDA for guidance to support staff with long term illnesses including diabetes and mental health issues. The Act helps me to ensure all staff are treated supportively, appropriately and respectfully.		vi. When a disabled person is appointed, what special measures should be taken by the employers to accommodate newly appointed staff?	The UK government are working with employers to:	engage and encourage them to become more confident so they employ and retain disabled people and those with long term health conditions	increase understanding of disability and the benefits of employing or retaining disabled people	ensure disabled people have opportunities to fulfil their potential and realise their aspirations	make a substantial contribution to halving the disability employment gap		As an employer I must make reasonable adjustments to support disabled job applicants and employees. This means ensuring disabled people can overcome any substantial disadvantages they may have doing their jobs and progressing in work (Equality Act 2010).	An individual can take you to an employment tribunal if they think you have not made reasonable adjustments.	Many reasonable adjustments involve little or no cost and could include:	making changes to a disabled person’s working pattern	providing training or mentoring	making alterations to premises	ensuring that information is provided in accessible formats	modifying or acquiring equipment	allowing extra time during selection ‘tests’				2. Outline the procedures for handling harassment.	It is best to try to prevent bullying and harassment by creating an environment where staff know that it will not be tolerated.	Policy statements must clearly define what is considered to be bullying and harassment	Staff must understand and be made aware of the damage and cost of bullying and harassment not only to the organisation, but also how it affects individuals and a team	Policies must emphasise the need for respect and safeguarding of all staff	There must be clear guidance for managers on how to handle any cases of bullying and harassment should they occur	Cases must be dealt with quickly, fairly and respect the confidentiality of all involved	The person making the complaint must be protected and their complaint must have no negative impact on their future employment (e.g. they must not be excluded from opportunities / promotions because of the complaint they have made)	It must be clear to staff that if they are found guilty of bullying or harassment they will be put through a disciplinary process which may result in their dismissal	The work environment must be such that staff feel able to come forward with any issues relating to bullying and harassment, there must be opportunities for discussion	Within an organisation staff must know who they can turn to for advice	There should be information available for independent counsellors	All conversations must remain confidential	Staff experiencing bullying or harassment should be advised to keep a diary of events and notes about what happened, who said / did what and how it made them feel.			
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