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New job site and careers guide for gay jobseekers

Stonewall has launched two new tools for lesbian, gay and bisexual jobseekers, Proud Employers and Starting Out, completing the charity’s suite of resources for gay people moving through education and their careers. 

Proud Employers, a job site with posts exclusively from LGB-friendly employers, joins the Starting Out Careers Guide, which is now in its seventh edition and available online and in print. Proud Employers has vacancies from the 600 major employers who are members of Stonewall’s Diversity Champions programme and is supported by founding partners including Barclays, BP and Credit Suisse. Starting Out is targeted at lesbian, gay and bisexual students, graduates, jobseekers and career switchers in Britain. All employers profiled in the guide are Diversity Champions and have committed to supporting their gay staff and creating inclusive workplaces.
Maternity leave revisions continue to split EP and Council

In response to an enquiry about the lack of progress on the proposed extension to family friendly rights, including 20 weeks maternity leave on full pay, the Council’s Labour Minister has indicated that it will be difficult to move forward against a backdrop of a struggling world economy.

It has been a year since the European Parliament (EP) called for an extension to maternity leave to 20 weeks on full pay and Radosław Mleczko, Vice Minister for Labour and Social Policy, responded formally to a question from an EU MP asking why no progress has been made on revising the rules. He said it would be difficult to reach a compromise based on the EP's amendments extending leave for mothers and also to fathers (2 weeks paternity leave with full pay), given the backdrop of a struggling world economy. He indicated that in the face of the crisis and solutions already in place the EU Council cannot accept 20 fully paid weeks of leave and encouraged the EP to reconsider its position. So for the moment, current legislation remains in force and the new proposals are frozen.

EFD launches disability Recruitment Protocol

20 leading UK employers have signed up to the Recruitment Protocol, launched by Employers' Forum on Disability on, which aims to remove the barriers preventing disabled candidates from obtaining employment.

Employers’ Forum on Disability (EFD) has launched the Recruitment Protocol with a group of 20 employers, including, Cisco and Ernst & Young who between them spend more than 20 million pounds on recruitment agency support. Research suggests that disabled applicants often have a dissatisfactory experience of using recruitment agencies. Employers who sign up to the Protocol agree that all recruitment agencies they work with will be required to identify and eradicate the barriers obstructing disabled candidates. The Protocol has been devised to make it easier for both parties to define and implement the good practice that will deliver business improvement.

Statistics prove flexible working is not a burden
Tribunal statistics obtained from a freedom of information request made by the CIPD show the right to request flexible working is not a burden on business as only 277 claims were lodged and just 10 were successful.

People Management magazine have reported that figures obtained by the CIPD under a freedom of information request show that out of 218,100 employment tribunal claims made in 2010/11, there were just 277 alleging that organisations had not observed flexible working rules. 229 of those claims were successfully conciliated by ACAS or settled out of court, and of the 48 that reached tribunal, just 10 rulings were made in favour of the employee. The CIPD argue that the figures show that apprehensions about the right to request flexible working – which is due to be extended to all employees by 2015 – had been “grossly exaggerated”, that most employers already recognise that flexible working is an integral part of the modern workplace and that extending the right to request flexible working would not be a red tape burden for businesses.

Poppy wearing did not amount to a philosophical belief

In Lisk v Shield Guardian Co Ltd, an employment judge ruled that a belief that a poppy must be worn as a sign of respect did not amount to a protected philosophical belief under the Equality Act 2010.

Mr Lisk claimed that when his employer allegedly prevented him from wearing a poppy at work from 2 November 2010, this amounted to direct discrimination because of his philosophical belief, i.e. that: "we should pay our respects to those who have given their lives for us by wearing a poppy from All Souls' Day on 2 November to Remembrance Sunday"; or "it is necessary to show respect to those who gave their lives by wearing a poppy". 

The employment judge had no doubt that Mr Lisk does believe he is entitled to wear a poppy and takes the wearing of that emblem very seriously, but the question was whether that belief comes within the definition of the protected characteristic of a philosophical belief under the Equality Act 2010, and to make that decision, the test set out in Grainger plc v Nicholson [2010] IRLR 4 EAT applied.  

In the judge’s view it is not simply a question of whether to respect someone’s choice to wear a poppy, but whether there is a belief underpinning that choice capable of constituting a philosophical belief. The judge decided that Mr Lisk’s belief is too narrow to be a philosophical belief because it is a belief in expressing support for the sacrifice of others and not a belief in itself. Although a belief in wearing a poppy to show respect is admirable, it fell short of two of the Grainger principles in that it lacks the characteristics of cogency, cohesion and importance and cannot be described as relating to a weighty and substantial aspect of human life and behavior. 

While applying the Grainger principles has resulted in beliefs such a those in climate change and anti-fox hunting coming within the scope of the law’s protection, this decision shows that even though a belief may be worthy, passionately believing in something just in itself is simply not enough to meet all the conditions that Grainger requires. A philosophical belief must be something that shapes the way a person lives their life. 
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