
 

EQUAL OPPORTUNITIES POLICY 

Overview 

All employees, agency workers and casual workers are covered by this policy. It applies regardless of length of service and 
does not form part of any contract of employment or engagement. 
 
ADR Network is committed to being an equal opportunities organisation and to maintaining a working environment in which 
all individuals are treated with dignity and respect. 
 
This policy applies to all aspects of engagement, including but not limited to: 

 pay and conditions 
 allocation of assignments 
 training and development 
 recruitment and selection 
 promotion decisions 
 performance management 
 grievance and disciplinary procedures 
 termination of engagement 
 the provision of references 
 treatment of visitors, clients, suppliers and other business contacts 

This commitment applies both within ADR Network and while workers are on assignment at client premises. 
Specific guidance relating to harassment on client sites is set out in the section titled “Harassment and Unacceptable 
Behaviour on Client Sites.” 

Our Commitment 

ADR Network will not tolerate discrimination, harassment or victimisation. 
 
We are committed to: 

 Providing a working environment free from unlawful discrimination. 
 Treating all individuals fairly and consistently. 
 Ensuring opportunities are open to all qualified individuals. 
 Making decisions based on merit, skills, qualifications and experience. 
 Protecting individuals who raise concerns in good faith. 

This commitment applies to conduct by: 
 ADR Network employees and representatives 
 Agency workers 
 Clients and their employees 
 Contractors and visitors 
 Members of the public 

ADR Network will take reasonable and proportionate steps to prevent discrimination and harassment occurring. This 
includes maintaining appropriate policies, reporting procedures, training and engagement with client organisations where 
necessary. 
  



 
 

Protected Characteristics 

Unlawful discrimination may occur on the grounds of a protected characteristic, which includes: 
 age 
 race (including colour, nationality and ethnic or national origin) 
 disability 
 religion or belief 
 sex 
 gender reassignment 
 pregnancy or maternity 
 sexual orientation 
 marital or civil partner status 

Types of Unlawful Conduct 

Unlawful conduct may include: 

Direct Discrimination 

Treating someone less favourably because of a protected characteristic. 

Indirect Discrimination 

Applying a provision, criterion or practice that disadvantages a group sharing a protected characteristic, unless objectively 
justified. 

Harassment 

Unwanted conduct related to a protected characteristic that violates an individual’s dignity or creates an intimidating, 
hostile, degrading, humiliating or offensive environment. 
Harassment may consist of a single incident or repeated behaviour. 

Sexual Harassment 

Unwanted conduct of a sexual nature that has the purpose or effect described above. 

Victimisation 
Treating someone unfavourably because they have made or supported a complaint under this policy. 
Other unlawful acts include instructing or encouraging discrimination, knowingly assisting discrimination, or discriminating 
against someone because of their association with a person who has a protected characteristic. 
 

Responsibilities 
Management Responsibilities 
The Board of Directors has overall responsibility for ensuring this policy is implemented effectively. 
Managers are expected to: 

 Lead by example. 
 Promote fair treatment. 
 Address concerns promptly and appropriately. 
 Ensure workers understand how to report concerns. 

Individual Responsibilities 
All workers and employees are personally responsible for: 

 Treating others with dignity and respect. 
 Avoiding discriminatory or harassing behaviour. 
 Raising concerns if they experience or witness unacceptable conduct. 

Failure to comply with this policy may result in disciplinary action. 



 
 
 
Recruitment and Selection 
Recruitment, promotion and other selection decisions will be made on the basis of objective criteria related to the role. 
 
Advertisements will not contain wording that may discourage particular groups from applying. 
 
Questions relating to health or disability will not be asked before a conditional offer is made except where legally permitted, 
such as to establish whether reasonable adjustments are required for the recruitment process. 
 
Equal opportunities monitoring information will not be used for selection decisions. 
 

Raising Concerns 
If you believe you have been subjected to discrimination or harassment, you should raise the matter promptly. 
You may: 

 Speak to your Branch Manager or Consultant. 
 Contact HR. 
 Use the whistleblowing platform. 

Concerns relating to harassment on client sites may also be raised under the Harassment and Unacceptable Behaviour on 
Client Sites section. 
All complaints will be treated seriously and investigated proportionately and confidentially where possible. 
 

Protection from Detriment 
No individual will suffer detriment, victimisation or reduced work opportunities for raising a genuine concern in good faith. 
Any form of retaliation will be treated as a serious matter. 
 

Enforcement 
Where a breach of this policy is established, ADR Network may: 

 Take disciplinary action. 
 Remove a worker from an assignment where necessary for safety. 
 Engage with the client to prevent recurrence. 
 Decline to supply workers to sites that fail to meet acceptable standards. 

Deliberately false or malicious complaints may result in disciplinary action. 
 

Monitoring and Review 
ADR Network may monitor and analyse workforce data to assess the effectiveness of this policy and promote equality. 
 
This policy will be reviewed periodically and updated where necessary to reflect legal or operational developments. 
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