PETERHEAD FOOTBALL CLUB

COMMUNITY FOUNDATION
(PFCCF)

Equality, Diversity, and Inclusion (EDI) Policy

Pocument PFCCF.003 Revision | C1
Rev No. Date Reason
Bl 13/09/23 Draft Issued for Comment

C1 14/11/23 Approved Issue




1. INTRODUCTION

Equality, Diversity, and Inclusion is a fundamental value of the Peterhead Football
Club Community Foundation (PFCCF) in regards the governance, organisation, and
social interaction of PFCCF.

Equality of opportunity means that no individual is unfairly excluded, disadvantaged,
or victimised in regards sexual orientation, race, nationality, ethnic origin, colour,
religion or disability in regards accessibility and availability of services or in terms of
the PFCCF’s recruitment and selection practices.

PFCCF values diversity and the benefits of different cultures, abilities, knowledge,
and lifestyles to our community and in helping us achieve our charitable objectives.

To delivery inclusion, we will promote and foster an inclusive collaborative
environment where everyone is treated with respect.

Inclusion refers to the methods of enabling those toward the lower end of the socio-
economic range to participate in events, activities, competitions, and social events.

The Foundation sets responsibility for Equality, Diversity, and Inclusion (EDI) at
board level and will nominate a Trustee board member to lead on Equality, Diversity,
and Inclusion (EDI).

2. SCOPE

The policy for Equality, Diversity, and Inclusion (EDI) covers all areas of PFCCF’s
activities and applies to potential applicants, employees, trustees, contract or
agency workers, volunteers, or anyone else who works on behalf of PFCCF.

2.1 Communication of Policy

The PFCCF board requires that all employees and volunteers are aware of the
commitment to EDI and their responsibilities in complying with the policy.
Awareness of this policy will be provided to all employees at their induction.

PFCCF commits that the EDI policy will be made public on the PFCCF website.

PFCCF commits where there is a proven demand that outweighs any significant
costs, to produce materials relevant to the audience (e.g., those who speak a
different language to the local community or use sign language or have visual or
hearing impairments).

3. EMPLOYEE EXPECTATIONS

PFCCF expects our members, volunteers, employees, contractors, and suppliers to
abide by the tenants of the Equality Act 2010 and Disability Discrimination Act 1995.

It is the duty of all employees to understand their personal responsibility for the
practical application of this policy and to conduct themselves in accordance with
their related Codes of Conduct whether they be full-time or part-time.

To discriminate, harass or victimize, or knowingly aid anyone else to do so, will be
regarded as gross misconduct and may result in disciplinary action and maybe
found guilty of a criminal offence.

It is not acceptable to ignore or in any way endorse the behaviour of others who
discriminate in such a way, it is expected that if all incidents will be reported.

4. RELEVANT LEGISLATION
The relevant legislation for the purpose of this policy is.

* Equality Act 2010 - outlaws discrimination in employment on the grounds of age,
disability, sex, gender reassignment, pregnancy, maternity, race (which includes



colour, nationality and ethnic or national origins), sexual orientation, religion, or belief,
or because someone is married or in a civil partnership.

The Equality Act also outlaw’s discrimination by those providing goods and services on
the grounds of disability, gender reassignment, pregnancy, and maternity (which
includes breastfeeding), race, religion or belief, sex and sexual orientation.

Employment Rights Act 1996 as amended in 1999 — Provides rights and protection for
employees in employment matters.

Human Rights Act 1998 - Incorporates civil rights from the European Convention on
Human Rights into domestic law.

Employment Relations Act 1999 — Provides rights and protection for employees in
relation to Trade Union matters, family leave and fair hearings.

The Rehabilitation of Offenders Act 1974 — Provides protection against discrimination
to those convicted of criminal offences.

Employment Act 2002 — Extends the rights granted under the ERA 1999 and includes
the new right to paid paternity leave.

Local Government (Scotland) Act 2003 — Gives Councils responsibility to work in
partnership with other bodies and the communities they serve, and to embed a culture
of quality, equality, and improvement.

The Equality and Human Rights Commission (EHRC) and ACAS provide a number of
guides and codes of practices which support equal opportunity and equity of access
including such as the EHRC Code of Practice on Equal Pay and ACAS guide to Equality

and Discrimination.
5. KEY DEFINITIONS

Protected Characteristics are outlined in the Equality Act 2010 of which there are
nine in total, sex, race, disability, age, gender reassignment, sexual orientation,
marriage and civil partnership, pregnancy and maternity, religion, or belief.

Equality is fairness. All people are respected and treated without discrimination
and there is access for all. Equality is treating people equally or making sure equal
numbers (members/employees) are offered and participate in the same
opportunities.

Equal Opportunity is the prevention, elimination, or regulation of discrimination
between members/employees because of their sex or marital status, race, disability,
age, sexual orientation, language or social origin, religious or political beliefs
(Scotland Act 1998).

Direct Discrimination occurs when someone is treated less favourably than
another person because of a protected characteristic they have.

Perception Discrimination occurs when others think someone possesses a
protected characteristic, even if the person does not actually possess that
characteristic and treat that person unfairly.

Indirect Discrimination. Where a member/employee imposes, or proposes to
impose, a requirement, condition or practice that has, or is likely to have, the effect
of disadvantaging people with a protected attribute, and that is not reasonable.

Discrimination against someone because they associate with someone who
possesses a protected characteristic is Discrimination by association.

Harassment is described as inappropriate actions, behaviour, comments, or
physical contact related to a relevant protected characteristic, which has the
purpose or effect of violating an individual’s dignity or creating an intimidating,
hostile, degrading, humiliating or offensive environment for that individual’.



Victimisation is defined as when a person is treated less favourably for having
exercised their rights in relation to discrimination. For example, if they are punished
or treated unfairly because they have made a complaint, or are believed to have
made a complaint, or supported someone who has made a complaint against the
Foundation.

Disability Discrimination 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.

Bullying is the use of aggression with the intention of hurting another person.
Bullying results in pain and distress to the victim. Bullying can be:

+ Emotional: being unfriendly, excluding (emotionally and physically) sending hurtful
text messages, tormenting, (e.g., hiding and or stealing property, threatening
gestures)

» Physical: pushing, kicking, hitting, punching or any use of violence
+ Sexual: unwanted physical contact or sexually abusive comments
* Verbal: name-calling, sarcasm, spreading rumours, teasing, unkind comments,

* Cyberbullying / Trolling - when a person uses technology i.e. mobile phones or
the internet (social networking sites, chat rooms, instant messenger, tweets), to
deliberately upset someone or cause upset and distress. This type of behaviour
could result in legal action.

4. INCLUSIVITY - DIVERSITY OF ABILITIES, CULTURES AND FAITHS

Exclusion and discrimination are often driven by a lack of understanding which only
serves to strengthen stereotypes and may lead to behaviour or actions that cause
a person with protected characteristics to feel excluded, isolated, or undervalued.

There are a great number of recognised religions and faiths, whilst it is not
necessary to agree with an individual’s beliefs, it is important to not show prejudice,
a person’s religion or faith must not provide a basis for negative discrimination.

Mental health is included in the definition of the protected characteristic of disability;
however, many people with mental health concerns may not identify this way.
PFCCF will strive to ensure that no condition or requirement, which cannot be shown
to be justifiable, will be imposed on anyone seeking to use the services, facilities, or
resources of PFCCF.

It is not difficult to identify with the word ‘disability’, we all possess attributes that
hold us back or restrict us at some stage in our life. In accordance with the Disability
Discrimination Act, When we are notified, PFCCF will strive to aid individuals with a
disability to as far as possible enable participation and improved quality of
experience for our services.

Employees have a responsibility to inform PFCCEF if they have a disability under the
DDA so it can be assessed if PFCCF needs to adjust their working environment.

PFCCF acknowledges that some vulnerable persons or children may have
additional needs that require support or assistance. When we are notified by a
child’s parent or guardian prior to their attending a service we will strive to make
reasonable adjustments to enable access to that service if possible.

PFCCF Community Programmes will be Equality Impact Assessed (EIA) to identify
and mitigate any barriers to access by vulnerable groups or individuals and reduce
the possibility of discrimination claims being brought against PFCCF.



5. ETHICS AND ANTI BRIBERY

PFCCF actively promotes and supports ethics, where ethics are defined as the
application of moral rules, principles, and our values.

PFCCF expectations for ethics and integrity apply equally to everyone and are
communicated through our policies and codes of conduct. These expectations do
not exclude any individuals because of their skills, popularity, or position.

A PFCCF official or employee shall not, directly, or indirectly, offer, give, solicit, or
accept any gift, reward or consideration of any nature which is, or could appear to
be related in any way to influencing the outcome or delivery of a service in which
PFCCEF is involved.

6. BREACHES OF THIS POLICY

PFCCF expects good standards of conduct and performance from all people that
represent PFCCF and will not tolerate racist, sectarian, sexual or bigoted
harassment or other discriminatory behaviour, whether physical or verbal.

Any misconduct that breaches the policies, procedures or PFCCF core values will
be subjected to the PFCCF Disciplinary Procedure that could ultimately lead to
dismissal or criminal proceedings where a law has been broken.

PFCCF regards any form of unlawful discrimination unacceptable either in the
working environment, social media, or any other social event. PFCCF commits to
ensure our website and/or social networking pages are being used appropriately
and any online bullying will be dealt with swiftly and appropriately.

PFCCF commits that it will fully investigate any incident and where discrimination is
proven, it will be treated as gross misconduct and dealt with under the PFCCF
Disciplinary Procedure and if appropriate full cooperation with the Police in any
criminal proceeding.

PFCCF is unambiguous on breaches of ethics; breaches that would contravene our
values or the Bribery Act of 2010, specifically the following offences: bribery of
another person, accepting a bribe, bribing an official or failing to prevent bribery, will
not be tolerated, and considered as gross misconduct.

RECRUITMENT AND SELECTION

For recruitment of employees and volunteers, PFCCF recruits, selects, develops,
and promotes people according to the needs of the organization and the capacity
and ability of the individual to undertake the work required in accordance with the
Recruitment & Selection Process.

Any candidate with protected characteristics shall not be excluded unless the
candidate is unable to perform a duty that is intrinsic to the role and reasonable
adjustments have been considered. Each candidate will be assessed according to
their capability to carry out a given job.

MEASURING PERFORMANCE

EDI targets and actions will be reported to the PFCCF board regularly, to enable the
board to monitor compliance with this policy.

The EDI policy will be reviewed annually and on receipt of changes to legalization
the aim is to analyze compliance and any issues identified and their resolution.



