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OVERLANDER SKI CLUB POLICY 8
EQUAL OPPORTUNITIES
Objective:
Overlander Ski Club shall ensure that every employee and every applicant for employment is dealt with in a manner so that any distinctions made between them concerning employment shall be based upon proper grounds, included in which shall be considerations of qualifications (education, experience, performance capacity) and shall not be based upon such improper grounds as sex, marital status, age, religion, race, colour, ancestry, place of origin or political belief.

Application:
All Supervision

Administration and Interpretation
· Responsibility for compliance with this Policy and with the various Provincial Human Rights Codes and other relevant legislation, together with the administration and interpretation of this Policy are the responsibilities of the Club Executive.

· It shall be the responsibility of all persons interviewing candidates for job vacancies or promotions to review these guidelines and understand their obligation to comply with the Club Employees and the Club Executive who interview candidates.

Recruiting and Hiring Practices
· The code explicitly prohibits expression, whether direct or indirect, of any limitation specification, or preference as to the race, religion, colour, sex, marital status, age, ancestry or place of origin in employment advertising, application forms or job interviews.  It also prohibits any request for information, written or oral, concerning political beliefs as well as the subjects listed above.  Caution must be taken in interviewing to avoid violating these rules.

· The standard Club employment application form must be used in all employment situations.

· This form is to ensure:


· There is no discrimination in recruiting or hiring practices.

· There is equality of opportunity in hiring and advancement.

· The wording of all recruiting material and job vacancy advertising and posting should be done through the Club Executive to comply with legislation.

· It is the Club’s policy not to discriminate against any person in respect to his or her employment.

· There must be good reason, not prohibited by the Code, to discharge, lay off, not hire, or not promote an employee.

Promotions:
As vacancies occur and candidates are interviewed and considered for selection, the job selection criteria should be checked for compliance with Policy and Legislation.  Brief factual interview notes should be kept so that these questions can be answered:

1. What criteria are we using to pick person ‘A’ for this job, rather than person ‘B’, ‘C’, etc.

2. How can we explain that ‘B’, or ‘C’ or ‘D’ etc was not selected rather than ‘A’?
3. Does the criteria in (1) or the explanations in (2) relate, either explicitly or by inference, to sex, marital status, age, religion, race, colour, ancestry, national origin, political belief or history of a criminal or summary conviction charge?  If so, the decision violates our Policy.  (In certain jobs, the employer is allowed to refuse employment etc. based on conviction for a criminal or summary offence where that conviction relates to that occupation or employment.  Check any incidents of this nature with the Club Executive before making a decision).
4. Does the criteria in (1) and the explanations in (2) support “equality of opportunity based on bona fide qualifications”?  The wording of the B. C. and some other codes protect the individual beyond the specific types of discrimination listed.  As an employer, we must be prepared to show that there is reasonable cause for refusal to employ, promote, etc.  Causes not listed in the code, such as physical handicap, will be judged on their reasonableness against the requirements of the particular placement situation.
5. Although age (45 to 65 years) may not be used as a criterion for selection, bona fide schemes base on seniority are permissible as reasons for promotion.

Equal Pay:
Sex must not be a factor in considering job grades or pay levels, and where people of different sexes are doing essentially the same work, the pay must be the same, unless a difference exists due to some other factor, such as merit that would reasonable justify such a difference.
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