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DEANS COURT CHAMBERS

EQUALITY POLICY

Introduction
Deans Court Chambers is committed to equality of treatment of tenants, pupils, staff and clients and to the implementation of policies promoting such equality of treatment. 

Deans Court Chambers is committed to operating without discrimination, harassment or victimisation on grounds of race, colour, ethnic or national origin, nationality, citizenship, gender, age, sexual orientation, marital status, disability, religion or political persuasion.  
Legislation and Code of Conduct
This policy reflects and seeks to ensure compliance with the following legislation and rules in the Bar Standards Board Code of Conduct:

· Equality Act 2010
· The Employment Rights Act 1996

The Equality Act 2010 (section 47) provides that:
(1) A barrister (A) must not discriminate against a person (B)—

(a) in the arrangements A makes for deciding to whom to offer a pupillage or tenancy;

(b) as to the terms on which A offers B a pupillage or tenancy;

(c) by not offering B a pupillage or tenancy.
(2) A barrister (A) must not discriminate against a person (B) who is a pupil or tenant—

(a) as to the terms on which B is a pupil or tenant;

(b) in the way A affords B access, or by not affording B access, to opportunities for training or gaining experience or for receiving any other benefit, facility or service;

(c) by terminating the pupillage;

(d) by subjecting B to pressure to leave chambers;

(e) by subjecting B to any other detriment.
(3) A barrister must not, in relation to a pupillage or tenancy, harass—

(a) the pupil or tenant;

(b) a person who has applied for the pupillage or tenancy.
(4) A barrister (A) must not victimise a person (B)—

(a) in the arrangements A makes for deciding to whom to offer a pupillage or tenancy;

(b) as to the terms on which A offers B a pupillage or tenancy;

(c) by not offering B a pupillage or tenancy.
(5) A barrister (A) must not victimise a person (B) who is a pupil or tenant—

(a) as to the terms on which B is a pupil or tenant;

(b) in the way A affords B access, or by not affording B access, to opportunities for training or gaining experience or for receiving any other benefit, facility or service;

(c) by terminating the pupillage;

(d) by subjecting B to pressure to leave chambers;

(e) by subjecting B to any other detriment.
(6) A person must not, in relation to instructing a barrister—

(a) discriminate against a barrister by subjecting the barrister to a detriment;

(b) harass the barrister;

(c) victimise the barrister.
(7) A duty to make reasonable adjustments applies to a barrister.
(8) The preceding provisions of this section (apart from subsection (6)) apply in relation to a barrister's clerk as they apply in relation to a barrister; and for that purpose the reference to a barrister's clerk includes a reference to a person who carries out the functions of a barrister's clerk.
(9) A reference to a tenant includes a reference to a barrister who is permitted to work in chambers (including as a squatter or door tenant); and a reference to a tenancy is to be construed accordingly.

Rule C12 of the BSB Code of Conduct states that :

rC12 

You must not discriminate unlawfully against, victimise or harass any other person on the grounds of race, colour, ethnic or national origin, nationality, citizenship, sex, gender re-assignment, sexual orientation, marital or civil partnership status, disability, age, religion or belief, or pregnancy and maternity.
Rules C110 – C112 of the BSB Code of Conduct set out detailed rules in relation to Equality and Diversity.
Responsibilities within Chambers
Chambers shall appoint at least one Equality and Diversity Officer who shall be supported by an Equality Team whose members shall be appointed according to the needs of Chambers
The Equality Officer
 is responsible for:
· Reviewing and updating this Equality Policy on a regular basis

· Maintaining and following a written plan for the implementation of this Equality Policy
· Monitoring changes and developments in legislation and the Bar Standards Board Code of Conduct and guidance in relation to best practice in promoting equality within Chambers

· Updating Chambers’ policies and procedures in light of current legislation, rules or guidance
· Promotion of this policy within Chambers and externally where appropriate

· Analysis and review of equality monitoring data

· Identification and implementation of any remedial measures to address disparities within equality monitoring data

· Training in matters of equality awareness including but not limited to matters concerning disability
· Consideration and / or facilitation of requests for reasonable adjustments; 
· The informal or formal resolution (as appropriate) of internal grievances raised under the Equality, Diversity and Inclusion Grievance Procedure.
· Considering and advising Chambers as appropriate in respect of any complaints from outside of Chambers which raise an equality, diversity or inclusion issue, which shall be addressed under the Complaints Procedure
Chambers shall appoint a diversity data officer whose name must be provided to the BSB. Any change to the identity of the diversity data officer shall be communicated to the BSB as soon as reasonably practicable.

The diversity data officer is responsible for the collection, processing and publication of diversity data as required by rC110.3.q to .t of the BSB Code of Conduct.

The Senior Clerk is responsible for:

· promoting compliance with this policy in the administration of Chambers, including but not limited to the following areas:
· the selection and appointment of members of staff;
· the distribution of unassigned work. 

The Head of Chambers is responsible for:
· taking reasonable steps to ensure that Chambers complies with this policy and in particular with rC12 and rC110 – 112 of the Bar Standards Board Code of Conduct;
· the final resolution of grievances or referral to outside sources if this is not possible
Members of Chambers are required:

· to promote compliance with this policy;
· to comply with and uphold rC12 and rC110 – 112 of the Bar Standards Board Code of Conduct at all times

Recruitment and selection of Pupils, Tenants and Members of Staff
Recruitment and selection processes must use objective and fair criteria.

The recruitment of tenants will be administered by the recruitment committee following an approved objective and fair procedure.
Save in exceptional circumstances, every member of all selection panels must be trained in fair recruitment and selection processes.
Equality monitoring

The Equality Officer will periodically monitor and review:

· the number and percentages of Chambers’ workforce
 from different groups; and
· applications to become a member of the workforce; and
· the allocation of unassigned work.

The reviews will include:
· collecting and analysing data broken down by race, disability and gender;
· investigating the reasons for any disparities in that data; and
· taking appropriate remedial action.
EOM
 forms will be issued to all applicants for employment, tenancy or pupillage. On receipt, the EOM forms will be immediately removed from their application.  All forms will be held securely and confidentially and made available for analysis by the Equality Officer and the Equality Team.

Policies for specific issues

Chambers shall adopt and take reasonable steps to comply with policies addressing the following issues:

· EDI Grievance Procedure

· Parental leave

· Flexible working (members)

· Flexible working (staff)

· Harassment

· Discipline
· Reasonable adjustments

· Fair allocation of work

· Transitioning at work

· Anti-racism

Up-to-date copies of all policies are held by the Equality Officer in a Dropbox folder used by the Equality Team to share resources. Chambers marketing and administration manager will maintain up-to-date copies of those policies for access by members of Chambers both on the shared drive and in hard copy in a file in the clerks’ room. Copies of policies will also be available on the Chambers web-site, save for the EDI Grievance Procedure and the Discipline policies, which are for internal use only
Communication of and compliance with the Equality Policy
It shall be the responsibility of all pupils, tenants and staff members to familiarised themselves with and to comply with their obligations under this policy. 
Members of chambers and staff members will be reminded of Chambers’ commitment to equality and of their obligation to comply with this policy on a regular basis by e mail.
All new personnel will be made aware of the contents and importance of this policy as part of their induction training.

Chambers shall strive to raise awareness of its commitment to Equality through its website and similar publicity materials.
It shall be the obligation of all members, pupils and staff to monitor and report upon any discriminatory practices and / or behaviour.  Any failure to report such practices or behaviour shall constitute a disciplinary offence which may lead to the imposition of a disciplinary sanction.

Any act of discrimination, victimisation or harassment shall by considered misconduct to which the disciplinary policy shall apply. In respect of staff members such an act may constitute gross misconduct and may lead to summary dismissal. 

Grievances

Any member of chambers, member of staff or pupil who considers that they have been subject to discrimination and / or unequal treatment has recourse to the DCC EDI Grievance Procedure.  Depending on the nature of the issue raised the Harassment and / or Disciplinary policies may be engaged.
Any complaints from 3rd parties raising an EDI issue will be addressed under the complaints procedure in consultation with an Equality Officer
APPENDIX 1: DEFINING DISCRIMINATION

A person (A) must not act in relation to any other person (B) in a manner which directly or indirectly is either discriminatory, consists of harassment or victimises that person on grounds of race, colour, ethnic or national origin, nationality, citizenship, gender, age, sexual orientation, marital status, disability, religion or political persuasion.

Direct Discrimination

Direct discrimination occurs where, because of a protected characteristic, A treats B less favourably than A treats or would treat others.
Discrimination arising from disability

Discrimination arising from disability occurs where A treats B unfavourably because of something arising in consequence of B's disability and A cannot show that the treatment is a proportionate means of achieving a legitimate aim. There is no discrimination if A did not know and could not reasonable have been expected to know that B had the disability.

Indirect Discrimination
Indirect discrimination occurs where:

a) a provision, criterion or practice (‘a PCP’) is applied which is discriminatory to B in relation to a relevant protected characteristic of B’s in that:
i) the PCP is or would be applied to people who do not share the characteristic

ii) the PCP puts or would put people with B’s characteristic at a particular disadvantage

iii) B is or would be placed at that disadvantage

iv) It is not a proportionate means of achieving a legitimate aim
Harassment
Harassment creates an intimidating and unpleasant working environment which may affect career advancement and thereby constitute discrimination.  It is defined as unwanted conduct relating to a relevant protected characteristic which has the purpose or effect of violating a person’s dignity or creating an intimidating, hostile, degrading, humiliating or offensive environment for the person affected. 
Victimisation

A person (A) victimises another person (B) if A subjects B to a detriment because—

(a) B does a protected act, or

(b) A believes that B has done, or may do, a protected act.

(2) Each of the following is a protected act—

(a) bringing proceedings under this Act;

(b) giving evidence or information in connection with proceedings under this Act;

(c) doing any other thing for the purposes of or in connection with this Act;

(d) making an allegation (whether or not express) that A or another person has contravened this Act.

Such treatment is unlawful under the Equality Act 2010 and will also breach the BSB Code of Conduct.

� Or Officers where there is more than one


� tenants, pupils and staff


� Equality opportunity monitoring
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