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INTRODUCTION

· What do we mean by Equality and Diversity?
Equality is about respect and not treating an individual or group of people unfairly. It is about giving people an equality of opportunity to access services and to fulfil their potential. Equality is therefore based on the idea of fairness while recognising everyone is different.

Diversity is about all the ways in which people differ and about recognising that differences are a natural part of society. No two people are the same and this means that many different elements make up our local community – something which should be celebrated. Diversity is about treating people as individuals and making them feel respected and valued. 

· European Funding Operational Programmes Equality and Diversity principles
In order to narrow rather than widen the gap of disadvantage, the European funding must tackle discrimination, promote equality of opportunity and outcome, value diversity, promote good relations between groups, prevent the formation of barriers for disadvantaged and under-represented groups and actively remove existing barriers.  Joint working across the Programmes and provision of wrap-around support, targeting disadvantaged or under-represented groups, will maximise the economic benefits to people in the South West.  In order to achieve equal and sustainable outcomes that can extend beyond their life, the programmes must be accessible to all and allow people to fulfil their potential.
The principles within the Operational Programmes are around ensuring fair treatment and non-discrimination with participation of the local communities contributing to their full potential.  Identified barriers include:

· Discrimination and harassment

· Childcare and other logistical issues

· Confidence and self esteem

· Education and skills

· Awareness of opportunities

Other issues that must be considered through this process:

· Monitoring at the proposal stage of access for people with disabilities for all buildings and premises being supported by the Programme.

· Explicit plans incorporated into proposals for enterprise culture which focus on challenges faced by the priority groups.

· Development of an access strategy to accompany digital investment, to reduce the digital divide.

· Access plan targeting disadvantaged groups to accompany new investment in CUC

· Consideration of access, including public transport, for all major investments funded under Priority 4 and the production of employment access plans, possibly funded by ESF, for major investments under Priority 4.

The Operational Programmes specifically highlight the need for projects to take positive actions to reach groups and increase participation.  All members of society should be able to benefit from and access the support through the Programme.  There is a risk that some under-represented groups may be indirectly discriminated against in the development of the knowledge based economy and it is therefore up to projects to mitigate this risk where possible.

European Funding Operational Programmes objectives include to:

i) increase the take-up of (quality training and
) employment by under-represented target groups.

ii) increase the number of people in under-represented groups accessing (training and
) employment in higher skilled occupations and sectors where they are currently under-represented.

iii) ensure that new facilities and developments take account of access needs which may restrict use by key groups
 

iv) ensure that business support is inclusive and responsive to the needs of all communities and under-represented groups.

v) increase the participation of people in under-represented groups in the management and implementation structures of the programme.  It is important that partnerships, selection panels and other administrative groups are representative at all levels and positive steps are taken to gain the active involvement of under-represented groups.

vi) increase the number of people from under-represented groups owning their own business

Targets within the Operational Programmes are:
	ERDF Indicators
	Target Number



	Number of persons from under represented groups* assisted in starting a business 
	10%
 or 20%
 of all persons assisted

	Number of women assisted in starting a business** 
	40% of all persons assisted

	Proportion of Programme committee and sub committee members who are women
	50% of Committee members

	* Defined as people from a black and minority ethnic background, and people with a disability (and residents of disadvantaged communities
) 

** Women are under-represented in terms of owning a majority of the business


· Why are we doing it?

Business case

If a project or organisation embraces equality it can achieve many business advantages.  Incorporating the principles of equality and diversity can ensure that there are many employment benefits such as improved motivation and morale, increased productivity, creativity and new ideas.  Additionally it can reduce costly and unpredictable employee turnover (the average recruitment cost of filling a vacancy per employee is £4,000, increasing to £6,125 when organisations are also calculating the associated labour turnover costs
) by motivating employees with fair and inclusive recruitment and employment policies and practices, thereby increasing employee loyalty.  By embracing diverse perspectives and ideas, new ways which challenge the ‘one-size-fits-all’ approach to economic regeneration can be developed through a better understanding of the needs of different groups.  Ensuring that recruitment advertising processes target under-represented groups within the community means that a project opens itself up to a wide pool of potential talent and therefore broadens it’s base of skills and expertise.  It means that talented recruits are attracted and experienced employees retained.  The employee base therefore reflects the local and national demographics, giving a benefit of staff with varied knowledge of communities, culture, etiquette and potential new markets and better empathy with the customer's needs.  Additionally, it can put customers at their ease if they can see people within a project or organisation who resemble themselves or their communities and therefore help them identify with what that project is trying to achieve.  It provides more potential for people to make different, but equally valuable contributions in the workplace - while different viewpoints and value systems can cause challenges or sometimes conflict, any organisation can benefit from people questioning and challenging how and why things are done. 
Helping employees develop flexible working patterns so they can balance their work and personal commitments while achieving their full potential at work is important and will help increase job satisfaction and commitment while reducing absenteeism and stress (30% of sickness absence may be related to stress – check figure - stress-related sick leave is estimated to cost UK businesses over £7 million each week (European Foundation for the Improvement of Living and Working Conditions, 2007 - Foundation Findings: Work–life balance – Solving the dilemma))

In providing a service to the community, embracing equality means that better, more tailored services which meet individual needs are designed and greater flexibility demanded by the customers is offered.  This in turn leads to a positive public image for your project in the community and a stronger likelihood of being sustainable over the long-term because it better meets the needs of all sections of the local community.
Not taking into account the principles of equality results in demotivated staff, lower performance and can cost the organisation a lot of money when taking into account the potential costs of legal services and compensation awards in discrimination cases.  If the principles are not embraced, a project or organisation runs the risk of automatically closing its door on a potential pool of talented and skilled individuals.  With heightened social awareness and expectations of equality positive, perceptions of those businesses that take an active stance on equality and diversity is positive in the community – conversely, if your project or organisation does not respect diversity there can be an adverse impact on reputation as well as on morale and efficiency within the organisation.

Good practice 
Equality and diversity should be central to what the public sector is trying to achieve with public money in the South West.  Everyone pays their taxes, irrespective of their race, gender, age, sexual orientation, religion or any disability they might have so the whole community has a right to benefit from investment in the region, irrespective of these things too.  In a civilised society the implementation of diversity for both employees of an organisation or for customers of a business should not be seen as an add-on to the day job, but something integral to the effective working of any project.  The UK government has reinforced this principle through legislation.  Any competently prepared project should examine the consequences for all stakeholders through carrying out an equality impact assessment.
Legislation

In recent years, the UK government has stepped up equality laws in line with Europe.  Beginning with the Race Relations Amendment Act 2000, The Disability Discrimination Act 2005, and the Equality Act 2006 the Government is gradually introducing a range of Public Sector Duties which require public bodies such as the South West of England Regional Development Agency (SWRDA) to take a proactive approach to equality and diversity.  In general these duties require the Agency to work towards:

· Eliminating discrimination and harassment

· Promoting equality of opportunity

· Promoting good relations between different diversity groups 

· Taking account of people’s differences

· Promoting positive attitudes to diversity groups 

· Encouraging participation of people from diversity groups in public life

To help public bodies achieve these general duties they are required to specifically undertake Equality Impact Assessments to assess the impact of policies, practices and procedures on diversity groups, and work towards eliminating any unjustified differential impact that may be identified.  More information on SWRDA’s Race, Disability and Gender Equality Schemes are available at: http://www.southwestrda.org.uk/about/equality-and-diversi.shtm
More information about legislation is available at Appendix A.

· SWRDA principles as managing body and concept of cross cutting themes

The SWRDA as the managing body for European funding programmes is responsible for ensuring that the European Regional Development Fund (ERDF), which was set up to stimulate economic development in less prosperous regions of the European Union, is spent properly.  This fund includes a Convergence (Cornwall and the Isles of Scilly) and a Competitiveness (rest of the south west region) element of funding.  The SWRDA is also responsible for the Rural Development Programme for England which provides the framework for the delivery of the European Agricultural Fund for Rural Development (EAFRD) from 2007 to 2013 in England.  The SWRDA also work closely with Government Office for the South West which helps manage the European Social Fund (ESF) (which also includes elements of Convergence and Competitiveness funding) to ensure that cross cutting themes are embedded across all European Programmes in the region.
Cross cutting themes are integral to the programmes and are vital to their success.  Equality and diversity principles must be embedded into the European programmes at all levels – at pre-commissioning, commissioning and appraisal stages, and at different approval processes such as the Partnership Delivery Board, the Endorsement Advisory Group and the Programme Monitoring Committee.
· What Equality and diversity is not 
Equality and diversity and the principles of proportional treatment (treating people according to their needs) is NOT:
· about political correctness

· about “ticking the box” and paying lip service

· a hurdle or a barrier to achieving economic success

· about illegal preferential treatment of particular groups

EQUALITY IN PRACTICE
Commissioned work under ERDF must take into account the below points:

· Expected level of project interaction with cross cutting theme adviser

A full business process map is available at Appendix B, but projects must liaise with the Equality and Diversity Adviser from pre-commissioning, right through commissioning to approval and endorsement.  Project must liaise with the Equality and Diversity Adviser in order to ensure that equality and diversity is central to each project.  Once the project is actually underway there is also a requirement to involve the Equality and Diversity Adviser in agreeing mechanisms for equality reporting, monitoring and evaluation.  Reports will be provided at different stages in the project’s development to programme committees and sub-committees as appropriate, and comments will be communicated to project leads as appropriate.  As the project is appraised for equality and diversity by the Diversity Adviser as part of the wider appraisal process prior to endorsement, it is important for projects to communicate with the adviser from an early stage in its development.  Projects will be expected to evidence how the project has been designed and developed to meet the needs of its beneficiary groups, how the equality policy applies to the project, how it is marketed and publicised, and what equality measures will enhance the project.
· Equality impact assessment

Every project that benefits from ERDF funding needs to carry out an equality impact assessment on the proposed activities.  Strategic Investment Frameworks (SIFs) should carry out a strategic level equality impact assessment in order to assess the likely impact of a project on different groups of people (see below for the areas projects should be looking to cover).  Every project / SIF will be expected to provide evidence of having carried out a comprehensive equality impact assessment which assesses any likely barriers or opportunities.  Any barriers or negative or adverse impacts must be minimised as far as possible, and opportunities to promote equality and social sustainability should be maximised.  The project’s lead organisation can use their own equality impact assessment process / forms if this is preferable, although the Equality and Diversity Adviser can provide help and guidance where required.
· Equality areas all projects should be looking to cover
Equality and diversity principles for projects should also be included in a fully functioning and monitored equality policy for the project.  An equality and diversity policy is an important statement of a project’s attitude to equality in the services you offer as it integrates equality into the management framework of an organisation.  By drawing up an official policy you are making a commitment to ensuring that all service users receive fair and equal treatment.  An effective policy and any relevant action plan that results will state your values and how you intend to put them into practice, shows customers you are serious about fairness in the way you provide your services, helps people understand what they can expect of your project and will therefore help to win new customers.

In terms of properly addressing equality and diversity within a project or SIF, it is expected that as a minimum projects will address the six strands of equality and elements within these strands
· Race
· Gender (including transgender)
· Age
· Disability
· Sexual orientation
· Religion and belief

Additionally projects should look at wider issues of deprivation, geographical disadvantage, low incomes, accessibility (in terms of location, transportation, site accessibility and navigation) and other under-represented groups.  Disadvantage is a wide subject area and should not be restricted to only looking at narrow areas – projects will be required to look at its overall impact on all members of the community.  
The following issues should be considered in project development.  Please note that this is not an exhaustive list, and projects should try to be as innovative as possible in coming up with ways to address opportunities in equality, and remove potential barriers to particular groups being able to access the project.

	Race
	Employment profiles should be proportionate to local community

Need to increase access to training and employment opportunities for people from black and minority ethnic communities

Migrant workers

Language and translation – interpretation, signage
Cultural and traditional issues to include diet, clothing etc.

Other barriers that may be related to race, culture and ethnicity issues
Opportunities to benefit people of all races

	Gender
	Awareness of gender issues specific to men or to women (including appropriate targeting of letters e.g. to Mr and Mrs)
Gender pay gap (women are paid approx 17% less than men) and the need to increase higher paid women earners

Awareness of variations in the women’s role in different cultures

Employment profiles (occupational gender imbalance / occupational segregation at different levels, glass ceilings)
Childcare support and awareness of issues around dependents (to include lone parent issues) – women face a greater care burden than do men, limited uptake of care leave by men
Childcare / changing facilities within public access buildings - creches
Flexible hours and availability of part-time working

Opportunities to bring parents back into the workplace

Provision of services outside of the normal working day (e.g. courses encouraging women to participate in a non traditional skill area)
Appropriate safety and lighting around buildings / places

Making workplaces safe, comfortable and welcoming to men, women and people undergoing gender reassignment

Consideration of gender identity issues (transgender) – such as toilet facilities, policies in place, awareness of managers, open and accepting working environment
Other barriers that may be related to gender issues

Opportunities to benefit people of both genders

	Disability
	Employment profiles proportionate to local community

Awareness that people with a disability have lower employment and higher inactivity rates
Need to increase access to training and employment opportunities for people with disabilities

Accessibility and reasonable adjustments in terms of:
· Location of buildings

· Physical access to buildings (parking spaces, drop-off points)
· Structural design of buildings and space layout (accessible toilet facilities, entrance porches and split / low reception levels, easy open doors, easy to use door handles / taps, height adjustable sinks and worktops, flexible seating / tables, hearing/induction loops, level or ramped access, support rails, appropriate surfacing, gradients, colour contrasts for people with visual impairment)

· Transportation issues (accessible buses / trains, bus stops, appropriate timings of transportation, consideration for people without a car)

· Websites (good accessibility practice is to comply with the minimum accessibility level defined by the World Wide Web Consortium (W3C) – accreditation is possible) and information available in alternative formats (large print, audio tape, Braille etc)
People with responsibility for caring for relatives

Awareness of issues other than physical disabilities, such as mental health, learning disabilities, sensory disabilities etc
Other barriers that may be related to disability issues

Opportunities to benefit people with disabilities

	Age
	Employment profiles proportionate to local community 

Younger people (16-24) and issues particular to this age group (outward migration of young people from rural areas, attracting young men into training)
Older people (55+) and issues particular to this age group (often untapped resource which could help benefit the economy)
Other barriers that may be related to age issues

Opportunities to benefit and engage people of all ages

	Sexual Orientation
	Importance of a safe, comfortable and welcoming employing environment
Other barriers that may be related to sexual orientation
Opportunities to benefit people of all sexual orientations, whether they are heterosexual, lesbian, gay or bisexual.

	Religion and Belief
	Employment profiles proportionate to local community 

Religious customs (prayer requirements during the working day, dietary restrictions, religious festivals and important dates) and making reasonable adjustments for these

Other barriers that may be related to religion and belief issues

Opportunities to benefit people of all religions or beliefs, or those without a belief


Consultation

It is important to ensure that there is adequate consultation and involvement with the local community in any project development, in order to ensure it meets the needs of people who could benefit from the project.  This could include consultation with existing users of similar facilities but also should include people not currently benefiting from such opportunities in order to ensure that there are no barriers preventing them from doing so.
Procurement

Procurement and the contracting is an important area for equality consideration.  Conditions and standards can be imposed upon organisations carrying out work at arms length.  In this way it is important for projects who are out-sourcing elements of work to ensure that equality considerations are made when selecting delivery organisations, and that a suitable standard of equality performance is required.
· Ways to address equality in generic projects

In order to prevent discrimination and to provide opportunities for people from all different groups to fulfil their potential, there are a number of ways projects can maximise their impact.  This can include:
· Targeting groups or individuals that are under-represented, socially excluded or disadvantaged and that traditionally have not benefited from such investment – this may involve researching and understanding their particular needs

· Providing integrated and “joined up” delivery to ensure that a project’s activities link with other initiatives aimed at the same groups and individuals (such as European Social Fund for example).  Wrap-around services that ensure a comprehensive service provision have a more positive impact
· Providing easily accessible and sometimes non-traditional support to help overcome particular barriers for certain groups perhaps by developing partnerships with key organisations in the area that are involved with, represent or have access to seldom heard or socially excluded groups
· Building the capacity and confidence of communities, groups and individuals to help them address local issues & problems
· Considering transport needs associated with projects – the correlation between social exclusion and lack of access to transport is high and projects should consider how this can be addressed in development and planning
· Providing facilities and opportunities which are flexible and allow access at different times/ways to fit with a variety of lifestyles or working patterns, such as considering childcare provision for parents who work
· In employment ensuring appropriate recruitment processes and staff trained in equality and diversity (appropriate application forms, interview questions, accessible interview locations and times)

· Ensuring provision of training is available to all (in other words held at family friendly times, safe locations, providing basic skills support if needed, have equipment available for people with disabilities)

· Monitoring ongoing use of facilities to identify any groups that may be under-represented and actively target those groups where possible
· Actively leading by example in terms of equality practice such as tackling gender-stereotyping and glass ceilings in particular occupations/businesses
In particular, all buildings and premises supported within projects will be assessed for access at proposal stage for people with disabilities.  In terms of enterprise and business support, projects will need to include explicit plans focusing on challenges faced by priority groups.  Access plans targeting disadvantaged groups will be required to accompany new investment in CUC, and an access strategy will be required to accompany digital investment to reduce the digital divide.  Additionally employment access plans should accompany major Priority 4 investments.
ERDF projects include a varied use of structural funds.  While some structural funds go into funding research programmes, setting up business support networks or providing direct employment, they are also used for structural builds or enhancements.  Some projects do not therefore find it easy to relate equality and diversity to the type of project they are running, and there will often by a variety of impacts depending on the way the money is spent.  However, it is more than likely that there will be some form of impact in terms of equality and diversity in the vast majority of projects.  In terms of equality and diversity project appraisal it is acknowledged that an extra pound will give more benefit to a person who is deprived rather than to someone who is well off.  It is also the case that a project may have differing impacts according to age, gender, ethnic group etc - these effects should be explicitly stated and quantified wherever possible.  For example the costs and benefits of a proposal might be broken down according to the ethnic group they relate to.  
For projects, the starting point for ensuring access to your services for all is:
i) reviewing the requirements of the legislation and making sure you understand the implications for your project
ii) anticipating any changes that you might need during the life of the project and planning ahead 

iii) looking for and building on examples of good practice 
iv) thinking about marketing and advertising services in innovative ways to ensure access to as wide a base as possible
v) consulting existing customers as well as customers who may not currently be able to access your services about changes they think need to be made through surveys etc
vi) obtaining professional help or advice when necessary
· Structural build and benefits of inclusive access

In particular with regards builds or structural projects, issues around disability and access in its widest sense are particularly relevant (see table above for specific detail).  All premises must be compliant with the Disability Discrimination Act and Part M of Building Regulations 2000 as these are legislative requirements.  However, it is well known that even those buildings complying with the DDA and Part M are not automatically fully accessible as there the implementation of generic regulations does not always result in an appropriate design.  As such it is therefore important to ensure that premises are access audited by an accredited assessor during the design stage and also at the point buildings become operational to ensure that measures work in practice.  Access auditors can be found through the National Register of Access Consultants (NRAC) at www.nrac.org.uk.  It is also good practice to involve local disability groups in testing accessibility of premises as it not only involves people with disabilities (as per the legal duty) but also adds invaluable practical advice from local people who could benefit from the development.  Indeed working with often excluded groups through one project means that there can be confidence built and positive future outcomes.  
There are real benefits of delivering inclusive environments - such environments are more likely to have an enhanced market value when tenants / purchasers of property become increasingly aware of the economic disadvantage of excluding such a proportion of the population.  Inclusive environments are suitable for a wider range of people and are therefore a more sustainable investment.  It is also more cost-effective to build equality aspects into the design stage rather than make retrospective adjustments.  Additionally, accessible and inclusive designs can ensure a smoother path through the planning process and prevent delays which can have a commercial impact.  It is also important to remember that there are legal obligations for employers and service providers to make reasonable adjustments to improve access for disabled people – it is therefore easier to address these issues earlier on than to retrofit and incur greater cost.  This allows a greater impact over and above the basic legislative minimum so increases the scope of the project.  Where a project is part way through the approval process, and a cost is identified to include a relevant element equality and diversity within the project, it may be possible to build this in due to the importance attached to the cross cutting themes.
Although with structural builds, the first equality element that springs to mind is disability and access, it is important to consider other strands as they can be equally as relevant.  For example, there are issues around childcare, safety and lighting, timetabling of transportation etc. which relate to other strands.  Physical modifications improve the built environment for all (not just disabled people) as incorporating elements of disabled access within the townscape improves access for all (e.g. older and other people with limited mobility and parents with prams / buggies).  A good way to highlight potential issues is through the Equality Impact Assessment (EqIA).  Guidance in terms of social sustainability, i.e. building social aspects into physical design is currently being prepared and will be made available through the Equality and Diversity Adviser.  Where the equality impact of a project is not clear, advice and guidance can be sought from the Equality and Diversity Adviser.  
· Monitoring and evaluation

The project should refer to the equality and diversity section of the Operational Programmes for initial guidance on general equality and diversity issues.  Indicators will then need to be developed in conjunction with the Equality and Diversity Adviser in order to measure the success of the project in equality terms.  Reporting should not be onerous but there is a need to identify quantifiable output targets for equality and gather information on progress.

HELP AND SUPPORT

· Further information
Further general information and specific tailored support for projects is available from the contacts below.  Additional information is also available around specific topics such as:

i) Equality data (useful general facts and figures)
ii) Useful tips for architects and design planners - hearing impairments
iii) Building Regulations Part M

iv) How to...work with British Sign Language(BSL)/English Interpreters in the public and private sectors
v) Disability Discrimination Act 1995, Code of Practice, Employment and Occupation (Disability Rights Commission)

vi) How employers can break down gender segregation in vocational training and employment
vii) Issues affecting migrant workers in Cornwall

viii) Planning and access for disabled people: a good practice guide
ix) Website accessibility

x) Facts about women and men in Great Britain
As the programmes develop, this information bank will be built upon and expanded. Please note this is draft, interim guidance and is subject to change and amendment at any time. For further information please contact the South West Regional Development Agency Secretariat.
· Key contact details

Cross Cutting Themes Adviser (Diversity)

Lisa Sandercock

European Programmes Team

South West of England Regional Development Agency

Tel: 01872 243778

Mob: 07500 330445
Fax: 01872 243799
Email: lisa.sandercock@southwestrda.org.uk   
Address: Castle House, Pydar Street, Truro, TR1 2UJ 
European Programmes Business Co-ordinator
Josie Lale

European Programmes Team

South West of England Regional Development Agency

Tel: 01752 234831

Fax: 01752 234840
Email: josie.lale@southwestrda.org.uk    
Address: North Quay House, Sutton Harbour, Plymouth, PL4 0RA 
Cross Cutting Themes Manager (Environment)

Alex Huke
European Programmes Team

South West of England Regional Development Agency

Tel: 07725 826422

Email: alex.huke@southwestrda.org.uk    
Address: North Quay House, Sutton Harbour, Plymouth, PL4 0RA 
· Useful websites

There are many support organisations both national and local that may be of use.  Some are listed below but there are a number of additional useful websites and organisations that projects can be signposted to by contacting the Equality and Diversity Adviser.

Equality organisations

Equality South West - www.equalitysouthwest.org.uk
Equality and Human Rights Commission - www.equalityhumanrights.com
Race

Employing migrant workers

UK Border Agency website - http://www.bia.homeoffice.gov.uk/employingmigrants/
Migrant Gateway - http://www.migrant-gateway.eu/gateway/
Business Link website – step by step section on checking legality of your migrant workers http://www.businesslink.gov.uk/bdotg/action/layer?r.l1=1073858787&topicId=1079133778&r.l2=1079568262&furlname=emw&furlparam=emw&ref=http%3A//213.225.136.51/employingmigrants/&domain=www.businesslink.gov.uk 

Languages

Regional Language Network - www.rln-southwest.co.uk
Age

Support for older people

PRIME - www.primebusinessclub.com 

Age Positive - www.agepositive.gov.uk
Disability and Caring

Carers

Carers UK - www.carersuk.org 
Accessibility

Website Accessibility Initiative - http://www.w3.org/WAI/ 

Sensory Trust – advice on sensory issues - http://www.sensorytrust.org.uk/
Planning and access for disabled people: a good practice guide - www.communities.gov.uk/documents/planningandbuilding/pdf/156681.pdf 

Gender

Support for women setting up own businesses

Business Support Network SouthWest: Women in Business - www.businesssupportnetwork.com
Network Cornwall - www.networkcornwall.net
Religion and Belief

Interfaith Network - www.interfaith.org.uk
Sexual orientation

Stonewall - www.stonewall.org.uk
Intercom Trust - www.intercomtrust.org.uk 

Appendix A
Legislation

Civil Partnerships Act 2004

Provides legal recognition and parity of treatment for same-sex couples and married couples, including employment benefits and pension rights.
http://www.opsi.gov.uk/ACTS/acts2004/20040033.htm 
Disability Discrimination Act 1995

Outlaws the discrimination of disabled people in employment, the provision of goods, facilities and services or the administration or management of premises.
http://www.opsi.gov.uk/acts/acts1995/Ukpga_19950050_en_1.htm 
Disability Discrimination Act 2005

Introduces a positive duty on public bodies to promote equality for disabled people.
http://www.opsi.gov.uk/acts/acts2005/20050013.htm 
Equal Pay Act 1970 (Amended) 
This gives an individual a right to the same contractual pay and benefits as a person of the opposite sex in the same employment, where the man and the woman are doing: like work; work rated as equivalent under an analytical job evaluation study; or work that is proved to be of equal value. 
http://www.opsi.gov.uk/si/si2003/20031656.htm 
Equality Act 2006
Establishes a single Commission for Equality and Human Rights by 2007 that replaces the three existing commissions. Introduces a positive duty on public sector bodies to promote equality of opportunity between women and men and eliminate sex discrimination. Protects access discrimination on the grounds of religion or belief in terms of access to good facilities and services.
http://www.opsi.gov.uk/acts/acts2006/20060003.htm 
Explanatory notes to the Equality Act 2006 (HTML version)

http://www.opsi.gov.uk/acts/en2006/2006en03.htm 

Employment Equality (Sex Discrimination) Regulations 2005

http://www.opsi.gov.uk/si/si2005/20052467.htm 
Discrimination Law Review
In order to simplify and modernise discrimination law and to make it more effective, the Government committed to introduce a Single Equality Bill during this Parliament.  To ensure the delivery of this commitment, in February 2005 the Government launched the Discrimination Law Review (DLR) to undertake a fundamental review of discrimination and legislation in Great Britain, and bring forward proposals for a clearer and more streamlined equality legislation framework, which produces better outcomes for those who experience disadvantage

http://www.womenandequalityunit.gov.uk/dlr/index.htm 

Employment Equality (Sexual Orientation) Regulation 2003 
The directive protects against discrimination on the grounds of sexual orientation in employment, vocational training, promotion, and working conditions.
http://www.opsi.gov.uk/si/si2003/20031661.htm
Gender Recognition Act 2004 
The purpose of the Act is to provide transsexual people with legal recognition in their acquired gender. Legal recognition follows from the issue of a full gender recognition certificate by a gender recognition panel.
http://www.opsi.gov.uk/acts/acts2004/ukpga_20040007_en_1 
Race Relations Act 1976
The Act prohibits discrimination on racial grounds in the areas of employment, education, and the provision of goods, facilities, services and premises.
http://www.statutelaw.gov.uk
Race Relations Amendment Act 2000

Places a statutory duty on all public bodies to promote equal opportunity, eliminate racial discrimination and promote good relations between different racial groups.
http://www.opsi.gov.uk/ACTS/acts2000/20000034.htm 

Race Relations Act 1976 (Amendment) Regulations 2003

Introduced new definitions of indirect discrimination and harassment, new burden of proof requirements, continuing protection after employment ceases, new exemption for a determinate job requirement and the removal of certain other exemptions. 
http://www.opsi.gov.uk/si/si2003/20031626.htm
Racial and Religious Hatred Act 2006

The Act seeks to stop people from intentionally using threatening words or behaviour to stir up hatred against somebody because of what they believe.
http://www.opsi.gov.uk/acts/acts2006/20060001.htm 

The Sex Discrimination Act 1975

The Act makes it unlawful to discriminate on the grounds of sex. Sex discrimination is unlawful in employment, education, advertising or when providing housing, goods, services or facilities. It is unlawful to discriminate because someone is married, in employment or advertisements for jobs.
http://www.pfc.org.uk/node/297
Employment Equality (Religion or Belief) Regulation 2003 
The directive protects against discrimination on the grounds of religion and belief in employment, vocational training, promotion and working conditions.
http://www.opsi.gov.uk/si/si2003/20031660.htm 

Employment Equality (Sex Discrimination) Regulations 2005
Introduces new definitions of indirect discrimination and harassment, explicitly prohibits discrimination on the grounds of pregnancy or maternity leave, sets out the extent to which it is discriminatory to pay a woman less than she would otherwise have been paid due to pregnancy or maternity issues.
http://www.opsi.gov.uk/si/si2005/20052467.htm 

Employment Equality (Age) Regulations 2006

Protects against discrimination on grounds of age in employment and vocational training. Prohibits direct and indirect discrimination, victimisation, harassment and instructions to discriminate.
http://www.opsi.gov.uk/si/si2006/20061031.htm 

Appendix B – Project / SIF development and equality and diversity
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