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1.1 -	Define the term ‘Discrimination’
To discriminate is to judge somebody based on a characteristic or behaviour.
We all discriminate in our lives e.g. during an interview we may decide that 1 person spoke more clearly and was able to demonstrate their understanding of a question better than another. This is acceptable and necessary in a professional environment.
The Oxford dictionary has several describes of ‘Discrimination’ which highlight the words varied interpretations in relation to it being a negative and positive noun. The dictionary states ‘The unjust or prejudicial treatment of different categories of people, especially on the grounds of race, age, or sex’ which represents the negative associations the word may elicit, however it also says ‘The ability to judge what is of high quality; good judgment or taste’.
Generally the use of the word ‘discrimination’ is used when describing a person being judged unfairly due to differences that should not be considered when decision making. An example would be not progressing a person application for a position because they have disclosed that they are gay, this would never be acceptable.
1.2 - 	What is the difference between direct and indirect discrimination?
Direct discrimination is when somebody is judged or has limitations placed on them due to a certain criteria such as age, sex, sexual orientation or disability.
In a professional environment discrimination can be displayed at any level and should be protected against. An example of direct discrimination from a high level could be an MD saying ‘I do not want somebody from Africa working in HR because Chinwe, who was from Africa, wasn’t able to do an effective telephone interview’, this is not only discriminating against African people but it is also a sweeping generalization of the skills and abilities of African people. 
Direct discrimination can also be displayed at other levels, another example of direct discrimination would be an employee saying they didn’t want to share a toilet with Fred because he is gay.
Indirect discrimination is when a person is discriminated against as a result of a system or process that has an end result that may negatively affect a person due to a certain criteria. An example of this may be a company policy that states that staff cannot wear a hat or head ware that will limit their ability to use a head set to take phone calls on, this could indirectly discriminate against certain cultures and religions that requires individuals to wear certain head and face clothing. Another example could be a sickness absence policy that is too rigid around triggers for formal disciplinary action, these kinds of policies should allow some flexibility for when employees need to take time of as a result of a protected characteristic e.g. a disability, often these triggers are raised by 1/3 when there have been absences due to a protected characteristic, alternatively some employers do not count these absences in the trigger process. 
1.3 -	What is victimisation?
Victimisation is when a person it treat differently because they have, or have helped somebody else fight for something they have a right to or are entitled to e.g. equal pay or access to reasonable adjustments.
An example of this could be if a person raised a grievance about a rota not being fairly planned resulting in an unfair allocation of overtime due to the manager being friends with certain members of the team. This employee has a right to raise this grievance and this should not affect the way they are treat in the future, if a manager used this as a reason not to offer the person a promotion because of this grievance then this would be victimisation. Something to note from this example is the importance of good note taking and effective marking during interviews, presuming the manager has not victimised the employee they will need to justify their decision if a victimisation concern is raised.
Something else to be taken into account regarding victimisation is that the act does not need to happen, if a person has been threatened e.g. ‘if you raise that grievance you will never get a promotion’ then victimisation has occurred.


1.4 -	What is race discrimination? Explain, with a few examples
Race discrimination is when an individual is being treated differently because of their ethnicity, national origin or nationality.
Race discrimination can be displayed in many ways; these include victimisation, harassment and positive discrimination. Positive discrimination was something that did become an issue as a lot of employers wanted to demonstrate that they were an equal opportunities employer, as a result people who were not Caucasian were sometimes being favored during recruitment campaigns in order for the company to be able to ‘tick the box’.
Race discrimination can also be displayed by limiting a person’s ability to access their cultural and religious needs. An example of this is a business having the facilities and allowing the time for an employee to pray at certain points in the day without being disturbed. This can often cause problems for a business as they need to provide space and time for this, both of these could come at a cost, however not allowing reasonable adjustments for this to happen could land the business in an employment tribunal (which could cost a lot more).
In the current day and age business’ need to be on high alert for race discrimination, there has been a side effect of terrorism which has resulted in many people being victimised as a result of others behaviours who happen to practice a certain religion. This is often as a result of poor knowledge and understanding of the religion or persons involved. It is good practice for businesses to promote inclusion and provide education to its employees regarding the understanding of the positive effects of diversity and the true values and beliefs of religions.
The Race Relations Act of 1976 governs race discrimination, this act is very similar to the sex discrimination act and covers all aspects of discrimination including direct and indirect.



1.5 -	What is the Disability Discrimination Act 1995 about?
Before the Disability Discrimination act of 1995 there was the Disabled Persons (Employment) act of 1944. This act was ineffective and there was a lot of criticism regarding how in-effective it was. This is understandable when you consider how much society has developed and the attitudes towards disabilities have changed.
This act is designed to ensure that a persons is not discriminated against due to their disability, this includes their employment. 
Anybody with a disability is protected by this act, the act describes a disability as ‘a physical or mental impairment which has a substantial and long-term adverse effect on a person’s ability to carry out normal day-to-day activities’.
Some examples of the types of discrimination that this act protects are as follows.
· It protects against direct discrimination e.g. a total ban on employing people who use a wheelchair
· It ensures people have reasonable access to amenities and facilities e.g. they should be allowed to take a guide dog into a shop
· It protects against victimised e.g. rejected a promotion on the basis that they have raised any concerns relating to theirs or somebody else’s disability.
1.6 -	When a disabled person is appointed, what special measures should be 	taken 	by the employers to accommodate them? 
The disability discrimination act of 1995 details the need for employers to make reasonable adjustments to be enable an employee (current or new) to complete their role.
The word reasonable is also explained (as this could be interpreted differently if it wasn’t). The act says that a company needs to look at what is in reason for them to arrange, this would take into account the financial abilities of the company e.g. if a current employee was in an accident and now requires the use of a wheelchair would it be reasonable to expect a company to install a lift so the person can get up the 3 steps from the main door to the buildings corridor, the answer depends on the business. If the business is a large business then the chances are that they have the financial ability to afford this adjustment and it would usually be deemed reasonable because of this, however this may not be something a small flower shop could afford. 
Reasonable does not only relate to the financial abilities of the company, they should also be able to demonstrate that there has been reasonable consideration to the needs of the person. The flower shop mentioned above would need to demonstrate that they have done all they can to support this employee e.g. they may install a concrete ramp which would be far cheaper.
Reasonable adjustments can also involve changes to systems and facilities that enable a person to complete their role e.g. a computer system may be altered so the screen resolution is bigger making it easier for somebody with sight problems to see. To enable better access to the building there may be door guards added to a fire door so it can be propped open but will still automatically close in the event of a fire.
It is important to remember that if a company is taken to a tribunal the onus is on them to prove their innocence, this would require evidence of them being inventive and showing how they have justified their decisions in regards to what they have deemed to be reasonable adjustments. 
2 - 	Outline the procedures for handling harassment
The most important element of the procedure for handling harassment is being proactive. The business should have a well-developed policy regarding harassment and bullying which should detail what they regard as harassment and bullying, the damage this type of behaviours can cause (to the person and the business) and the consequences should a person behave in this way towards somebody.
If a person discloses an allegation of harassment or bullying then the business need to act promptly, they should ensure they do everything they can to support the persons feeling of being safe in the workplace, however the person will likely need to evidence this has happened, they should be advised to keep a record of when, where and how the behaviours have taken place, they may also be advised to seek witnesses to the behaviours.
A lot of businesses now use counselors to support people through the process of raising a concern or complaint about harassment or bullying. These counselors support the person by emotionally supporting them in making a decision on how to progress the complaint without putting pressure on them to make any particular choice.
An important element of the whole process is that the person needs to feel confident that confidentiality is being maintained, it may be very difficult for them to reach a decision on how to progress if they believe anybody, including the alleged culprit of the behaviours, is aware of the complaint
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