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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. 
	1.  Give short answers to the following questions: 12 lines each
i. Define the term ‘discrimination’. 
The Oxford English Dictionary provides 4 definitions for discrimination, the most widely recognised definitions are;
’The unjust or prejudicial treatment of different categories of people, especially on the grounds of race, age, or sex’.
‘The ability to judge what is of high quality; good judgement or taste’.
Discrimination is not always a negative idea, although it is perceived in this way more often than not.  It is possible for positive discrimination to occur, if, for example, an employer provides more opportunities for disadvantaged or underrepresented groups within the workforce.  Positive discrimination however, is still considered unlawful under the Equality Act 2010.
In the workplace, any form of discrimination is deemed as an unfair or less favourable treatment of an individual.  The age/race/sexuality or gender of a person, does not determine how capable they are of completing a task or the skills that they have. 
Discrimination by association or perception is also unlawful in the workplace and covered by the Equality Act 2010.
ii. What is the difference between direct and indirect discrimination?
Discrimination can be direct or indirect.  Both types are illegal in the workplace environment, however the laws differ depending on the type of discrimination.  Certain grounds of discrimination could be allowed, if the employers actions can justify or can demonstrate that there is a genuine business need for this.  Discrimination by association or perception is also unlawful in the workplace.
Direct discrimination occurs when a protected characteristic in a person results in them being treated less favourably than another employee.  ‘Protected characteristics’ include, race, age, gender, sexuality, religion and pregnancy/maternity.  An example of this would be an organisation advertising for a salesman between the ages of 20 – 35.  This would be a case of both age and gender discrimination.  
Indirect discrimination would occur when the policies and practices of an organisation disadvantage one characteristic more negatively than another.  For example, requiring all employees to work on a Sunday would have a negative impact on any person with strong religious beliefs, and therefore they would be at a disadvantage over employees without this belief. 

iii. What is victimisation?
The Equality Act 2010 defines victimisation as ‘treating someone badly because they have done a protected act.’
A protected act would include, claiming discrimination, alleging a breach of the Act or assisting a colleague’s discrimination claim.
[bookmark: _GoBack]For example; An employee makes an allegation of discrimination and this goes to an employment tribunal.  He has a witness to support him.  2 months later this witness is selected for redundancy.  This would be a case of victimisation in the workplace.  
 
iv. What is race discrimination? Explain, with a few examples.
The Race Relations Act 1976 covers the UK laws regarding race discrimination.  Race discrimination does not simply relate to the colour of a person’s skin.  Race encompasses nationality and ethic origin as well.  Race discrimination is when a person is treated negatively as a result of their colour, origin, immigrant status or nationality.  Race discrimination can be very difficult to prove, and relies heavily on evidence that can be supported by witnesses.
The most direct form of race discrimination would be not hiring a person because of their ethnicity or skin colour, or the applicants association with a person with a specific racial characteristic.
Another example of race discrimination could be if you were refused a position at a place of work because you do not hold a specific UK qualification such as an A-level because you were educated in a different country. 
Using language offensive to a specific race or ethnicity would also be considered as race discrimination.  

v. What is the Disability Discrimination Act 1995 about?
The Disability and Discrimination Act 1995 is in place to protect people with disabilities from discrimination.  This Act no longer applies in England, Wales, or Scotland as it has been replaced by the Equality Act 2010.
This Act defines a disability as a physical or mental impairment that has a substantial and long-term negative effect on your ability to do normal daily activities.  Progressive conditions such as multiple sclerosis, are also covered by the Equality Act. 
The Act covers any employee with a disability against any form of discrimination, and discrimination by association or perception against an employee.

vi. When a disabled person is appointed, what special measures should be taken by the employers to accommodate newly appointed staff?
Special measures are provisions that will help disabled people in applying for, or staying in employment.  Any organisation must make reasonable adjustments that will both support disabled applications, and assist staff who develop a disability whilst in employment, or if they have a progressive condition that worsens.  The purpose of an adjustment is to overcome the disadvantage to the disabled employee, enabling them to work in the same way as a non-disabled emplpoyee.
Reasonable adjustments are considered by assessing the ease in which they can be implemented, and the cost of them being implemented.  Adjustments can include, wider access for wheelchairs, agreement for a full-time worker to job share, or provision of a special screen for an employee with a visual impairment.


	2. Outline the procedures for handling harassment. 18 lines
Harassment is any form of unwanted behavior that makes an individual feel threatened or offended.  Harassment is covered under the Equality Act 2010 and provides protection to the same protected characteristics as discrimination and victimization.  Employers have a responsibility and a duty of care to their employees, and as a result are responsible for preventing harassment or bullying behavior in the work environment.
Unfortunately, harassment is not always clear.  What one person deems as harassing actions or behavior, may be considered by another as rigorous people management.  It is important for all organisations to have a policy in place, detailing, and where necessary providing examples, of what is unacceptable behavior and what will be classed as harassment.  This policy should also cover the procedure that is in place to manage any claims of harassment.
If a claim of harassment is reported, then it should be dealt with quickly and efficiently to stop the behavior continuing or even escalating.  Each and every claim should be investigated thoroughly and objectively, to ensure all facts surrounding the complaint are recorded.  After this, a conclusion needs to be reached as to whether the incident(s) is harassment or not.  Any report needs to be dealt with confidentially, to protect the person that has made the claim.  The manager handling a harassment complaint needs to be impartial and allow both parties to be accompanied at any disciplinary meetings held as a result of the complaint, by a colleague or representative.  
If is it decided that there is an incident of harassment, the it can be dealt with in several ways.  Initially, harassment could be overcome using an informal approach.  Talking to the person the claim has been made against, may stop the behavior, especially if they are unaware how their actions are being perceived.  Alternatively, mediation between the 2 people in question could result in the problem going away.  These 2 options would be more effective in a case of unintentional harassment, where the person is unaware of their actions.
In deliberate cases of harassment, the company disciplinary procedure would be most effective.  This will emphasize that the behaviour is unacceptable and that there are consequences to a persons actions.
As with anything in the workplace, setting a good example and leading from the top down is key in the behavior of employees.  Effective communication of policies, in order to prevent harassment should help minimise the number of claims that are made.
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