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Background
The purpose of this policy is to provide equality and fairness for all in our employment and
not to discriminate on grounds of age, disability, ethnicity, gender reassignment, marital
status or civil partnership, pregnancy or maternity, religion or belief, sex or gender and
sexual orientation. We oppose all forms of direct and indirect discrimination.
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1

Introduction

UK Athletics (UKA) is a world leading sporting organisation delivering clear and
inspirational leadership for athletics to ensure a vibrant and empowered sport at every
level that can evolve to meet every challenge.
UK Athletics is committed to the creation and enhancement of an inclusive climate which
enables elite success, individual achievement, and a vibrant, attractive and sustainable
sport that can captivate both existing and new audiences.
We want to become a leading National Governing Body in promoting diversity, inclusion
and equal opportunities and that we are representative of all sections of society. To that
end the purpose of this policy is to provide equality and fairness for all in our employment
and not to discriminate on grounds of age, disability, ethnicity, gender reassignment,
marital status or civil partnership, pregnancy or maternity, religion or belief, sex or gender
and sexual orientation. We oppose all forms of direct and indirect discrimination.
All employees, athletes, coaches, officials and volunteers will be treated fairly and with
respect in line with our core values. Selection for employment, promotion, training,
competition or any other benefit will be on the basis of aptitude and ability. All employees,
athletes, coaches, officials and volunteers will be helped and encouraged to develop their
full potential and the talents and resources of the workforce will be fully utilised to maximise
the efficiency of athletics.
For our policy to be successful, it is essential that everyone is committed to, accountable
and involved in its delivery. Our goal is to work towards a just society, free from
discrimination, harassment and prejudice. We aim to embed this in all our policies,
procedures, day-to-day practices and all relationships.
In order to demonstrate our commitment, we have achieved the Intermediate Equality
Standard for Sport and are working towards the Advanced Equality Standard with the
Home Countries due for submission in 2020. Details of the Standard can be found here:
www.equalitystandard.org.uk/
This policy does not form part of any employee’s contract of employment and it may be
amended at any time.

2

UKA’s Equality, Diversity and Inclusion Action Plan

UK Athletics, have appointed an Equality, Diversity & Engagement Lead to deliver a
comprehensive ED&I engagement plan in accordance with the Code for Sport
Governance Diversity Action Plan. which is available on the UKA website. The ED&I
engagement plan has four clear objectives:
•
•
•
•

To embed new organisational values into our culture;
To implement individual and team training and development plans;
To attract, retain and engage the widest talent pool;
To achieve accreditation of Equality Standard in Sport Advanced level.
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3

UKA’s Commitment

To create an environment in which individual differences and the contributions of all our
staff are recognised and valued.
To create a working environment that promotes dignity and respect to all. No form of
intimidation, bullying or harassment will be tolerated and to discipline those who breach
this policy.
To make training, development and progression opportunities available to all staff.
To encourage employees to actively demonstrate the core values when dealing with peers
and stakeholders.
To regularly review our employment practices and procedures to ensure fairness.
To create a culture where employees feel comfortable raising concerns of any forms of
discrimination and that action and support will be provided in line with this policy.

4

Equality, Diversity and Inclusion at Work

UK Athletics commitment to equality, diversity and inclusion ensures that Equal
Opportunities are embodied in all employment practices:
Advertising, Recruitment & Selection, Conditions of Service, Benefits and Facilities,
Promotion, Transfer, Training and Development, Disciplinary and Grievance Handling,
and to Termination of Employment, including redundancy.
In order to ensure that equality underpins all aspects of our employment policies,
procedures and practices, we aim to:
• Review our recruitment procedures on an annual basis to ensure that individuals are
treated on the basis of their relevant merits and abilities;
• Ensure that our employment, training and development policies, procedures and
practices comply with this policy and do not discriminate intentionally or unintentionally
against any group or individual;
• We intend to become an employer of choice by promoting and developing policies that
support a work-life balance, equal pay and ensuring that we maximise employment
opportunities for all;
• Monitor our employment processes in terms of the nine protected characteristics and
take action to address any inequalities that are apparent and implement this policy;
• Recruit employees in a manner which is fair and open;
• Ensure employees are aware of their personal responsibility to apply this policy;
• Eliminate discrimination in the provision of training and development to ensure that
all employees can realise their full potential and contribute to the company;
• Ensure that all employees undertake relevant training in Equality, Diversity and
Inclusion in order to raise their awareness, understanding and importance of equal
opportunities in the work place and service delivery;
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•
•
•
•
•
•
•
•

Promote a culture of fairness and respect in all employment policies, procedures and
practices;
Provide appropriate training and development opportunities to all employees;
Take positive action to encourage under-represented groups to apply for posts or
specific training;
Ensure pay structures reward all employees fairly;
Recognise that employees have the right to work in a supportive, safe and environment
free from harassment;
Make reasonable access adjustments, wherever possible, to enable the employment
and redeployment of staff with disabilities;
We will take appropriate steps to accommodate the requirements of workers’ religious
cultures, and domestic responsibilities;
Our Special Leave Policy should be consulted for specific guidance on our approach
to these issues and your entitlements.

5

Responsibilities

UK Athletics recognises all staff, athletes, coaches, officials and volunteers have a part to
play in challenging discrimination and in implementing this policy.
A. Managerial Responsibilities
The responsibility for ensuring the effective implementation and operation of the
arrangements will rest with the relevant Chief Executive or nominated senior officer. The
Senior Leadership Team shall ensure that they and their staff operate within the policy
and arrangements, and that all reasonable and practical steps are taken to avoid
discrimination. Each nominated officer will ensure that:
• Demonstrate commitment to the Policy by incorporating it into departmental
plans/objectives;
•

Be responsible for the implementation and monitoring of the Policy within departmental
plans/objectives;

•

Ensure that policies and strategies are communicated to all employees and allow for
discussion and feedback i.e. personal development plans, performance;

•

Ensure that all employees understand their responsibilities i.e. any form of
discrimination will not be tolerated and will be treated as a serious offence which may
lead to disciplinary action;

•

Effectively manage and deal promptly and thoroughly with any complaints of direct
and indirect discrimination, harassment and victimisation;

•

Deal promptly with complaints of inequality and ensure the matter is investigated
thoroughly and other steps taken;

•

Consider their actions and ensure that there is no scope for inequitable practices.
They must ensure fairness and equality of treatment in all employment practices e.g.
to assess the performance and potential of any individual on merit. Undertaking an
Equality Impact Assessment, when appropriate, will help achieve this.
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B. Individual Responsibility
Whilst the responsibility for ensuring that there is no unlawful discrimination rests with
management, the attitudes of staff are crucial to the successful operation of fair
employment practices. In particular, all members of staff should:
• Ensure that they understand the Policy and are clear about its implications i.e. that any
breach of the policy will be treated seriously and may lead to disciplinary action not
excluding the sanction of dismissal;
• Ensure that they do not discriminate in any matter of employment or service
provision/delivery by treating all individuals or groups fairly and respectfully;
• Not discriminate against, harass, abuse, intimidate or victimise other employees or
service users;
• Not induce or attempt to induce other employees to discriminate against, harass,
intimidate or victimise other employees or service users;
• Take appropriate action if there are apparent breaches of the Policy. Informing their
line manager, nominated equality contact or Human Resources Department in the first
instance.

6

Monitoring

UK Athletics deems it appropriate to state its intention not to discriminate and undertakes
that this will be translated into practice consistently across Athletics as a whole.
Accordingly, a monitoring system will be introduced to measure the effectiveness of the
policy and arrangements.
The system will involve the annual collection and analysis of information on employees by
age, disability, ethnicity, gender reassignment, marital or civil partnership status, religion
or belief, sex or gender and sexual orientation.
The information collected for monitoring purposes will be treated as confidential and it will
not be used for any other purpose.
The Equality, Diversity and Inclusion Policy will be reviewed on a bi annual basis in line
with all Human Resources policies.

7

Action by Managers and Supervisors

Please refer to the Grievance Policy, Disciplinary Policy and Code of Conduct for further
information.
8

Legislative Guidance

This policy has been developed within the framework of the Equality Act 2010. This
commitment to continual evaluation will ensure that all new or anticipated legislation will
be reviewed and incorporated within the policy as appropriate. The policy will be formally
reviewed bi annually to ensure equality, diversity and inclusion is continually promoted at
UKA; unless legislation or other proposed changes have amended it in the meantime.
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9

The Equality Act 2010

A. What is Equality, Diversity and Inclusion?
Diversity is about recognising, respecting and drawing on the positive aspects of
difference. It requires the promotion of dignity and respect. To benefit athletics, diversity
needs to be welcomed and identified as a positive contribution.
Equality and Equal Opportunities is about fairness, creating an environment that
recognises disadvantage and challenging behaviours and unequal outcomes. In some
circumstances, we need to treat people differently in order to be fair, such as making
reasonable adjustments for disabled employees.
Inclusion is positive action taken to involve and assist all sections of society. It makes
equality and diversity work and is achieved by reducing inequalities between the least
advantaged groups or communities and the rest of society
B. The Equality Act 2010
The Equality Act has consolidated all previous legislation and creates protection for
colleagues, athletes, coaches, officials and volunteers based on nine protected
characteristics.
Protected Characteristics
The Act provides legal protection for nine ‘protected’ characteristics, which includes:
• Age: This refers to any age, not to specific age groups;
• Disability: A physical or mental impairment that has a substantial and long-term side
effect on the ability to carry out normal day-to-day activities. This includes the disability
categories used in disabled athletics, as well as medical conditions, such as asthma
and diabetes, mental impairments, such as depression and progressive or
degenerative illnesses such as cancer and HIV;
• Ethnicity: This relates to all ethnic origins, nationalities and cultures. Everyone has an
ethnicity, which is defined by the individual;
• Gender Reassignment/Transgender: This refers to those who define their gender
as different to the gender that they were born. This includes people who have or have
not received gender reassignment surgery. So a man who decides to permanently live
as a woman and chooses not to go under medical treatment is protected by this
characteristic. We are to treat the individual as the gender they define rather than the
gender that they are born with;
• Marriage or Civil Partnership: Marriage and civil partnership refers to people who
have entered into a marriage or a civil partnership. This characteristic specifically
applies to within the workplace;
• Pregnancy and maternity: Pregnancy refers to the condition of being pregnant or
expecting a baby, and maternity refers to the period of 26 weeks after birth. The
Equality Act 2010 protections also cover a woman who has had a miscarriage;
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•

•
•

Religion and belief: This refers to people who belong to a major world religion such
as Christianity, Judaism or Islam, and also people who belong to smaller religions or
denominations, such as Rastafarianism or Methodism. Religion also includes people
who do not identify with any particular religion, and also includes philosophical belief,
such as atheism. Belief refers to any religious or philosophical belief that affects a
person's life choices or the way they live;
Sex or Gender: This refers to either a man or woman;
Sexual Orientation: This refers to someone's attraction to a person of the same sex
(homosexual/lesbian/gay), opposite sex (heterosexual), or both sexes (bisexual).

C. Discrimination
The Act defines four types of discrimination:
A. Direct Discrimination, including
discrimination by perception:

discrimination

by

association

and

•

Direct Discrimination: Someone is treated less favourable than another person
because of their protected characteristic, for example, someone is not offered a
job because they are considered too old;

•

Discrimination by association: Direct discrimination against someone who is
associated with someone who holds a protected characteristic, for example, an
employee who has a disabled child is subject to unpleasant comments about
disabled people;

•

Discrimination by Perception: Direct discrimination against someone because they
think they possess a protected characteristic, for example, a man is denied a job
because he is considered feminine and therefore assumed gay.

B. Indirect Discrimination:
When you have a policy, process or decision which applies to everyone but
disadvantages a person with a protected characteristic.
Under the Equality Act, if direct or indirect discrimination occurs, even if the intention
was not to discriminate, this is still regarded as discrimination.
The focus of the legislation is based on how the individual with a protected
characteristic feels rather than the intention behind the act. It is therefore worth
considering how your policy will impact on the different protected characteristics in
order to improve the policy and make sure it complies with the law.
C. Victimisation:
Someone who is treated badly because they have made/supported a complaint or
grievance under the Act, for example, someone is discriminated because they reported
their line manager for being homophobic.
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D. Harassment:
This is unwanted conduct that violates people’s dignity or creates an intimidating,
hostile, degrading, humiliated or offensive environment. Employees can complain of
behaviour they find offensive even if it is not directed against them.
UKA operates a Zero tolerance policy on harassment. We aim to provide a safe and
secure environment for staff, customers, contractors or members of the public who
work with UKA.
More information on our stand on harassment can be found under our Bullying &
Harassment Policy.
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10

Equality Impact Assessment

Section A
Date of screening
Name of person and job title of the
person screening
What is being screened?

Is this a policy or procedure
document?
Is this a policy being taken to the
Board?
Is this a document that provides
guidance for employees?

6th June 2018
Ralph Knibbs – Head of HR & Welfare
Equality, Diversity and Inclusion Policy
Yes/No
Yes
Yes
Yes

If the answer to any of these is yes, please go to Section B. If the answer is no, you
do not require to complete an EQIA.
Section B
Does the decision or policy impact
disproportionately on gender and does
the policy resolve this? (This can
include pregnancy/maternity and
marriage/civil partnerships?)
Does the decision or policy impact
disproportionately on different age
groups?
Does the decision or policy impact
disproportionately on people from
different ethnic groups?
Does the decision or policy impact
disproportionately on disabled people?
Does the decision or policy impact
disproportionately on people from
different religions, faiths or beliefs?
Does the decision or policy impact
disproportionately on people from
different sexual orientations?
Does the decision or policy impact
disproportionately on transgendered
people?
Does this decision or policy potentially
affect the health and safety of the
employees or other parties?
Any other changes to the policy
required?

Yes/No
No

No

No

No
No

No

No

No

No
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