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1 Introduction 
Hubexo is an equal opportunity employer and is commiĿed to avoiding unlawful 
discriminaľon in employment and against its customers. This policy is intended to 
assist the Company to put this commitment into pracľce. 

Compliance with this policy will ensure that employees do not commit unlawful acts of 
discriminaľon. The Company strives to ensure that the workplace is free of 
harassment and bullying and that everyone is treated with dignity and respect which is 
an important aspect of ensuring equal opportuniľes in employment. 

We aim to ensure that our employees achieve their full potenľal and that all 
employment decisions are taken without reference to discriminatory criteria. This 
policy will help us achieve these aims. 

Hubexo does not tolerate or discriminate directly or indirectly in recruitment or 
employment because of age, disability, sex, gender reassignment, pregnancy, 
maternity, guardianship, race, colour, naľonality, ethnic or naľonal origin, sexual 
orientaľon, religion, belief or because someone is married or in a civil partnership. 

Employees must not discriminate against or harass a member of the public in the 
provision of services, goods or faciliľes and must not fail to make reasonable 
adjustments to overcome barriers to using services caused by disability. The duty to 
make reasonable adjustments may include the removal, adaptaľon, or alteraľon of 
physical features, if the physical features make it impossible or substanľally difficult 
for disabled people to make use of services. 

2 Direct Discrimination 
Is where a person is treated less favourably than another because of a protected 
characterisľc. An example of direct discriminaľon is: 

refusing to employ a woman because she is pregnant or refusing to a appoint 
someone because they have children. 

refusing to appoint someone from a parľcular racial or religious group because they 
‘wouldn’t fit in’. 

 

3 Indirect Discrimination 
Is where there is a pracľce, policy or rule which applies to everyone in the same way, 
but it has a worse effect on some people than others and it is not jusľfied.  
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Examples of indirect discrimina ľon: 
full-ľme work – this could impact all colleagues with children but may have a 
disparately adverse impact on more women with small children as they are generally 
accepted as taking the primary childcare role. It may not be jusľfied if our business 
needs can sľll be met by more flexible working relaľonships. 

a requirement for a specific educaľonal standard as a selecľon criterion – this could 
have a disparately adverse impact on people educated overseas and may not be 
jusľfied if all that is needed is to demonstrate a reasonable level of literacy. 

4 Disability Discrimination 
This includes direct and indirect discriminaľon, any unjusľfied less favourable 
treatment because of the effects of a disability, and failure to make reasonable 
adjustments to alleviate disadvantages caused by a disability.  

Examples of disability discrimina ľon: 
a requirement for staff to hold a valid driving license for a job which involves very liĿle 
travelling. 

failure to recruit a wheelchair user without first considering whether the working 
arrangements or premises can reasonably be adapted to his/her needs. 

5 Harassment 
Is where there is unwanted conduct, related to one of the characterisľcs of age, 
disability, sex, gender reassignment, pregnancy, maternity, guardianship, race, colour, 
naľonality, ethnic or naľonal origin, sexual orientaľon, religion, belief or because 
someone is married or in a civil partnership, that has the purpose or effect of violaľng 
a person’s dignity; or creaľng an inľmidaľng, threatening, hosľle, degrading, 
humiliaľng or offensive environment. It does not maĿer whether this effect was 
intended by the person responsible for the conduct. 

 

 

6 Victimisation 
Occurs where an individual is treated less favourably than colleagues because he/she 
has taken acľon to assert their right not to be discriminated against or assisted a 
colleague with informaľon in that regard. 



 
 

 
    

 4 of 5   
 
 

7 Equal Opportunities 
Hubexo is commiĿed to ensuring all our exisľng colleagues and applicants for 
employment are protected from unlawful discriminaľon in all aspects including 
recruitment, promoľon, opportuniľes for training, pay and benefits, discipline, and 
selecľon for redundancy. 

 
Recruitment:  Recruitment and employment decisions will be made based on fair and 
objecľve criteria. The requirements of job applicants and exisľng members of staff 
who have a disability will be reviewed to ensure that where appropriate reasonable 
adjustments are made to enable them to enter into or remain in employment with us. 
Promoľon opportuniľes, benefits and faciliľes of employment will not be 
unreasonably limited, and every reasonable effort will be made to ensure that disabled 
staff parľcipate fully in the workplace. 

Disabiliľes: If you are disabled or become disabled, we encourage you to tell us about 
your condiľon so that we can support you as appropriate. 

If you experience difficulľes at work because of your disability, you should contact 
your line manager or HR to discuss any reasonable adjustments. Your line manager or 
HR may wish to consult with you and a medical adviser about possible adjustments. 
We will consider the maĿer carefully and try to accommodate your needs within 
reason. If we consider a parľcular adjustment would not be reasonable, we will explain 
our reasons and try to find an alternaľve soluľon where possible. 

Your responsibility:  Every colleague is required to assist the Company to meet its 
commitment to provide equal opportuniľes in employment and avoid unlawful 
discriminaľon. Acts of discriminaľon, harassment, bullying or vicľmisaľon against 
colleagues or customers will be considered as disciplinary offences and will be dealt 
with under the relevant disciplinary procedure. Discriminaľon, harassment, bullying or 
vicľmisaľon may consľtute gross misconduct and could lead to dismissal. 

Grievances: If you consider that you may have been unlawfully discriminated against, 
you should use the Company’s grievance procedure to make a complaint. The 
Company will take any complaint seriously and will seek to resolve any grievance that it 
upholds. You will not be penalised for raising a grievance, even if your grievance is not 
upheld, unless your complaint is both untrue and made in bad faith. 

 

Customer complaints:  If you consider that you may have been unlawfully 
discriminated, harassed, or threatened by a customer in the execuľon of your duľes 
you should raise the issue directly with your line manager or HR so that the complaint 
can be dealt with. The Company will take any complaint seriously and will seek to 
resolve any maĿers raised sensiľvely and without delay. You will not be penalised for 
raising a complaint, even if your complaint is not upheld, unless your complaint is both 
untrue and made in bad faith. 
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For informaľon on when this policy is subject to review and approval, as well as the 
appointed Owner and Approver, please see the Policy for Policies. The Policy for 
Policies also includes explanaľons to the definiľons used in this policy. 

 


