
 Seven Club Ltd T/A Lotus Seven Club 

Equal Opportunities  

 Issue Date  : 13/12/2019 

 

1 

1. OVERVIEW 

1.1 We are committed to promoting equal opportunities in volunteering. Members, Officers and 

Contractors of the Club will receive equal treatment regardless of age, disability, gender 

reassignment, marital or civil partner status, pregnancy or maternity, race, colour, nationality, 

ethnic or national origin, religion or belief, sex or sexual orientation (the "Protected 

Characteristics"). 

1.2 All members, consultants, officers, contractors, are covered by this policy. We reserve the right 

to amend this policy at any time 

1.3 All aspects of volunteering and employment are covered by this policy. These include, but are 

not restricted to, the following: 

● training  

● recruitment processes 

● procedures for addressing grievances and disciplinary matters 

● ending the contract 

● providing outgoing officers with references 

● how visitors are treated 

● how clients and suppliers are treated 

● how any other business contacts and associates are treated. 

 

2. DISCRIMINATION 

2.1 The following forms of discrimination are prohibited under this policy and are unlawful: 

(a) Direct discrimination: treating someone less favourably because of a Protected 

Characteristic. For example, rejecting a member because of their religious views or 

because of their sexual orientation. 

(b) Indirect discrimination: a provision, criterion or practice that applies to everyone but 

adversely affects people with a particular Protected Characteristic more than others, and is 

not justified. For example, requiring a job to be done full-time rather than part-time would 

adversely affect women because they generally have greater care commitments than men. 

Such a requirement would be discriminatory unless it can be justified. 

(c) Harassment: this includes sexual harassment and other unwanted conduct related to a 

Protected Characteristic, which has the purpose or effect of violating someone's dignity or 

creating an intimidating, hostile, degrading, humiliating or offensive environment for them. 

Harassment is dealt with further in our Anti-harassment and Bullying Policy. 

(d) Victimisation: retaliation against someone who has complained or has supported 

someone else's complaint about discrimination or harassment. 

(e) Disability discrimination: this includes direct and indirect discrimination, any unjustified 

less favourable treatment because of the effects of a disability, and failure to make 

reasonable adjustments to alleviate disadvantages caused by a disability. 

(f) Associative discrimination occurs where someone is treated less favourably because of 

their association with someone who is protected by this legislation.  For example it would 



 Seven Club Ltd T/A Lotus Seven Club 

Equal Opportunities  

 Issue Date  : 13/12/2019 

 

2 

be unlawful to discriminate against an member who applied for a position but whose 

application was rejected because the club discovered their partner had suffered a stroke 

and therefore considered that the member concerned would not be in a position to give full 

commitment to the job due to their caring responsibilities. 

2.2 There are other actions which are unlawful under the equal opportunities legislation. Examples 

include: 

● instructing another person — or applying pressure on them — to discriminate 

● knowingly assisting somebody else when they carry out a discriminatory act 

● discriminating against somebody believed to have a Protected Characteristic, whether or not 

they actually do, or because they associate with a third party who does. 

2.3 There are practices which, although they appear to breach the aims of this policy, are in fact 

justifiable on objective and operational grounds. If you are not sure whether some aspect of 

behaviour in the Club you have experienced or witnessed is discriminatory or justifiable, please 

ask your Cluster Lead for clarification. 

3. HOW WE CARRY OUT OUR RESPONSIBILITIES AND DUTIES 

3.1 We all have a responsibility and duty for ensuring the success of this policy. We all have a legal 

responsibility to comply, and any of us may be found personally liable for unlawful discrimination 

if we breach the terms of the policy. 

3.2 Overall responsibility for the effective implementation and operation of the policy lies with 

Management Team. Everyone working at managerial level is expected to act in full accordance 

with this policy, lead by example, and attain and maintain appropriate standards of behaviour 

within the teams they manage. 

3.3 The ethos and standards covered by this policy can only be achieved and maintained if all 

officers also co-operate fully, and it is important to understand that you also have a legal 

responsibility to comply. If you breach this policy, you may also make the Club liable for your 

actions and both of us may have to pay compensation to anyone who claims against us. We 

accordingly expect you to take personal responsibility for adhering to the policy's aims and 

commitments and for drawing any breaches to our attention. 

3.4 We also encourage all officers to take part in promoting equal opportunities across the Club. 

Please contact your Cluster Lead if you have any ideas about how we could do this better, or you 

would like to play a bigger role. 

4. HOW WE RECRUIT, PROMOTE, AND MAKE OTHER SELECTIONS 

4.1 We carry out all recruitment, promotion and other types of selection procedures on the basis of 

merit using non-discriminatory and, as far as possible, objective criteria. 

4.2 Advertisements for vacancies must not include wording that may discourage some groups of 

people from applying, or stereotype in any way, and they must be placed where they can reach 

as wide and diverse a pool of potential candidates as possible. 

4.3 Nobody applying for a contract with the Club must be asked about their health or whether they 

have a disability before an offer is made, except in very limited situations. It may, for example, be 

justifiable to ask whether the applicant needs any disability-related measures put in place for the 
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interview, or to check that they are capable of carrying out a key part of the job. It is acceptable 

to make some job offers dependent on a medical examination. 

4.4 It is unlawful to ask job applicants anything that might suggest intent to discriminate on the 

grounds of a Protected Characteristic. Asking an applicant about their religion for a role entailing 

weekend activities would not, for example, be permissible. 

4.5 Including health or disability questions in equal opportunities monitoring exercises is acceptable, 

but the data gathered must not be used for selection decisions. 

5. HOW WE ENFORCE THIS POLICY AND HANDLE BREACHES 

5.1 We investigate any complaint or allegation you raise regarding a potential breach of this policy, 

and if you believe you have been harassed or discriminated against you should contact your 

Cluster Lead as soon as possible. If you want to take formal action, you will need to follow our 

grievance procedure and read our policy on harassment and bullying. 

5.2 You will face disciplinary action if we find you have harassed or discriminated against anyone 

else in breach of this policy. Sometimes this type of behaviour may amount to gross misconduct, 

in which case you will be dismissed without notice and with no payment in lieu of notice. 

5.3 Occasionally, people make complaints knowing them not to be true. They might do this to avoid 

or deflect disciplinary action, for example. We view any complaint made in bad faith as an act of 

misconduct and this will normally lead to disciplinary action. In exceptional cases, bad faith 

complaints can lead to summary dismissal for gross misconduct. 

6. HOW WE MONITOR WHETHER THE POLICY IS WORKING 

6.1 We may record and analyse information about equal opportunities within the Club, and when you 

become an officer of the Club we may ask you to give us consent to gather and process this data 

about you. We use the information to make sure this policy is operating properly and refine it, to 

review, and to promote workplace equality. 


