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Equal Opportunities in employment policy incorporating race relations.

Objectives To effectively implement the Company Policy to comply with the Laws and Codes of Practice:-
The Equality Act 2010, The Race Relations Code of Practice for the elimination of racial discrimination and 
the promotion of equality of opportunity in employment. The Equal Opportunities Commission Code of 
Practice. 

Equal Opportunities Statement a) As an equal opportunities employer we are fully committed to 
establish and maintain a working environment in which recruitment and promotion within the company is 
based upon merit. We will ensure that no employee or job applicant is treated less favourably on the 
grounds of colour, race, nationality or ethnic origin, gender, sexual orientation, disability, marital status or 
any other condition that cannot be justified in job related terms.
b) We will ensure that selection decisions will be made on ability using objective job related criteria.
c) We will provide terms and conditions, training, promotion and appraisal without regard to colour, race, 
nationality or ethnic origin, gender, sexual orientation, disability, or marital status. We clearly state to all 
employees that any act of discrimination, including harassment will be grounds for disciplinary action and 
complaints will be raised through the company s grievance procedure.
d) To this end, within the framework of the law, we are committed, wherever practicable, to achieving and 
maintaining a workforce representative of the local communities in which we operate. Accordingly whilst 
working away from our Herefordshire we will employ as many "local people" as possible, to ensure that 
employment is shared within the community in which we are working: We will, wherever possible, refrain 
from the transportation of existing labour, across the country, where local labour can be engaged to carry 
out "the works" (either unskilled as labourers, or skilled as plant operators etc).
e) Overall responsibility for the application of the policy rest with our Managing Director, Andrew Howell. 
However, all employees of The Wye Valley Group of Companies have a personal responsibility under our 
policy, in particular all managers and supervisors.

Communication Andrew Howell will ensure that all Staff and Employees are aware of this policy: (Copy 
of this Policy will be displayed at each "work place" with all managers and supervisor staff inducted 
concerning its content and implementation). We will reflect this policy in our activities, particularly in 
respect of the provision of our services and employment of new staff.  When hiring staff, or "labour" to 
work for us we will ensure that our recruitment practises include open recruitment methods, by press 
advertisement, and the use of job centres, and career offices.

Our Recruitment Process: Our primary aim of recruitment is to get the best person possible to fill the 
job vacancy with a process that is fair and open. Recruitment stages are as follows:-
a) Job Vacancies:
i) Pre-Start every new contract, Andrew Howell to assess the labour required to carry out the contract and 
assess how much additional labour is required to carry out the project works.
ii) Upon an employee leaving the Company, Andrew Howell will assess the need for replacing the vacancy.
b) Job Description:
i) Job Title: Will be clearly defined: i.e. Demolition Labourer, Plant Operator, Site Supervisor, Contracts 
Manager, Fitter, Lorry Driver, Office Clerk, Quantity Surveyor...etc..  
ii) Job Purpose: Clearly define the duties for the job.
iii) Working Hours: Clearly define the working hours: i.e. Monday to Friday - 37 hours per week: (Flexible 
arrangements apply to start and finish hours, or with Site Workers 8 am to 4-30 pm).
iv)Person Specification:
Clearly state criteria: Only request skills required for the specific job, ie: Plant Operators must hold a CITB 
certificate; Lorry Drivers must hold a HGV Licence; Site Supervisors must have a minimum of two years
experience in Demolition Works.
v) Advertising the vacancy:
To ensure that we get the best candidate for the job, we will advertise the vacancy as widely as possible:-
a) To local job centre.  b) In local/national newspaper.  c) Local Race Equality Council. Job adverts will say 
we are an 'Equal opportunities employer'.
vi)Application Forms:
Only a bare minimum of personal details will be requested with the emphasis on how the applicant 
believes they can meet the requirements outlined in the job description and person specification. 
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Candidates will be invited to give examples outside of employment, if they believe that they have 
transferable skills which are relevant to the job. 
vii) Short listing:
Two or three (or more if appropriate: i.e. should job vacancies be of a multiple nature) applicants will be 
selected by awarding marks against the applicants display of evidence against the listed criteria.
viii) Interviews:
Short listed applicants will be interviewed by Andrew Howell and Sue Howell, where identical further job 
information will be afforded, with selection based solely upon the applicants ability to demonstrate that 
they are the best person for the job. In the case of plant operators, all applicants will be given the 
opportunity to demonstrate their practical skills in operating the specific type of plant (for which the 
vacancy exists).
ix) The successful applicant:
We will advise the applicant/s immediately of their success in being awarded the job (with unsuccessful 
applicants notified accordingly). We may take up references prior to taking up their post, and in all cases 
check their eligibility to work in this country under the Asylum and Immigration Act, 1996.
x) Follow through:
Each new employee will be inducted in respect of Company Policy, Safe Working Practices, and Health & 
Safety Awareness, and will be placed under a Supervisor to whom they can refer for help or advice during 
their induction into the company.
xi) In compliance with the Equality Act 2010:
To avoid indirect discrimination, it is our company policy not to recruit by word of mouth from friends or 
relatives of employees. Should a friend or relative of an employee show interest in a job vacancy, they 
will be treated upon merit and job suitability along will all other job applicants.
To avoid direct discrimination we will treat all employees (and job applicants) fairly and equally.
To avoid discrimination by victimisation we will not treat a person less favourably for any reason : i.e. that 
they have in the past brought proceedings, given evidence, or done anything by reference under any Act 
defined in section 1.00 before.

Training All employees will be encouraged to "better themselves" with training courses arranged, as 
required:- i.e. Erection of Tower Scaffold, Changing of Discs upon Abrasive Wheels, Health & Safety 
Awareness, Demolition Operatives Safety Awareness.

Review Six monthly reviews will be made of this policy with specific action to implement and make 
changes, if necessary, by way of involvement of the workforce in Tool Box Talks, and Monthly 
Management Meetings.

Monitoring The Company Secretary (Mrs. Sue Howell) will monitor the number of job applications from 
different ethnic groups, and numbers employed: (by grade and by selection). If monitoring reveals that 
under-representation of particular ethnic groups exists, Andrew Howell will instigate to check that the 
Companies Policy is being used effectively in the firm, and instigate changes as required.

Action for failures in the implementation of company policy
Andrew Howell will not tolerate victimisation, direct or indirect discrimination or harassment against any 
employee. Should any complaint be received the alleged offender will be interviewed informally and made 
aware of the effect of their behaviour has on others with an informal request for them to resist. If an 
informal warning proves ineffective the alleged offender will be interviewed formally, evidence gathered 
from witnesses, with disciplinary action taken as appropriate.  NB: If Andrew Howell has proof that the 
Company Policy has been seriously breached the offender will be dismissed.

Signed........ Andrew Howell......Andrew Howell              Managing Director        Date 26th Mar 26


