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1. Policy Statement 

We want Network Rail Consulting to be a 21st century organisation that delivers a safe and efficient 

professional consultancy service to our customers throughout the world. 

We have six shared values that guide our behaviour and shape our culture. They set the 

expectations for how we interact with clients, partners and each other.  These values are: Agile, 

Always Safe, Care About People, Collaborative, Impartial and Passionate. We require all our people 

to treat each other, our clients, our stakeholders and partners with respect; and to maintain a working 

atmosphere in which everyone delivers a high quality service.  As an international consultancy firm, 

we require our consultants to have a certain degree of mobility to meet the needs of our clients and 

to recognise the cross boundary environment that Network Rail Consulting work in. 

We are committed to promoting equal opportunities in employment.  Any employees, secondees, 

contractors and temporary workers (together, Employees) and job applicants will receive equal 

treatment regardless of age; disability; gender reassignment; gender identity, gender expression, 

citizenship; marital or civil partner status; family status or responsibilities; pregnancy or maternity; 

parental status; breastfeeding; social origin; race; colour; nationality; ethnic or national origin; 

ancestry; religion or belief; sex or sexual orientation; transgender status; carer's responsibilities; 

physical features; medical conditions (including HIV/AIDS); political activities or affiliations; status 

as a victim of domestic violence, assault or stalking; employment activity; industrial activity; 

enrolment in vocational, profession or college education, and any other grounds proscribed by local 

law (Protected Characteristics). 

We encourage staff to tell us about their needs related to any of these characteristics so that we 

can consider what reasonable adjustments or support may be appropriate. 

To demonstrate our values and achieve our aims, our equality, diversity and inclusion policy is there 

to reinforce the behaviours that we expect to see in everyone employed or engaged by Network 

Rail Consulting.  Network Rail Consulting, and our customers will benefit from a diverse Employee 

base, that reflects the variety of people that we serve; one that has high safety standards and is 

inclusive, flexible and responsive. 

In promoting equality, we want everyone to have access to jobs, training and development 

opportunities and for all people to be treated fairly. 

Embracing diversity means that we acknowledge the full breadth of people who apply to us and 

work for us and reflect that variety within our staffing complement.  We welcome different and fresh 

ways of thinking, encourage innovation and a culture of speaking up where things can be done 

better.  Such a workplace is best established when people feel that they can express their views 

freely within the context of our values. 
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By inclusion we mean that everyone that works for Network Rail Consulting has a contribution to 

make, and Network Rail Consulting will work to create the kind of environment that will be receptive, 

welcoming and inclusive of all our people.  For example, we use conference calling and video 

conferencing to reduce employee travel; we have flexible working, which can allow people who are 

carers to look after people who depend on them, and at Network Rail Consulting we can make 

reasonable adjustments so that disabled people from those who are dyslexic, or have diabetes, or 

depression, or a mobility impairment can work for us. 

By making sure we promote equality, diversity and inclusion we will be helping everyone to perform 

at their best and realise their potential. 

1.1 Scope 

This policy covers Employees and job applicants including people working on Network Rail 

Consulting premises via a third party. 

It applies to all aspects of employment, including recruitment and selection, pay and conditions, 

training, appraisals, promotion, conduct at work, disciplinary and grievance procedures, and 

termination of employment. 

This policy is discretionary and does not form part of any Employee's contract of employment and 

Network Rail Consulting may amend it at any time. 

1.2 Principles 

Our objective is to be a more open, diverse and inclusive organisation.  To realise this, we are 

committed to providing a great working environment which recognises that people from different 

backgrounds, experiences and abilities can bring fresh ideas and innovation to improve our 

business and practices. 

We want to ensure that equality, diversity and inclusion is embedded in our culture, and reflected in 

our people and behaviours, all of which will help us to better serve our customers.  We will 

endeavour to: 

► Provide fair and open access to development opportunities in order to fully utilise the talents of 

all Network Rail Consulting Employees; 

► Improve the recruitment and retention of people from diverse backgrounds; 

► Ensure that employment decisions are objective, enhance decision-making and innovation, by 

encouraging positive interactions and involvement throughout the business; 

► Increase our ability to relate to existing and potential customers wherever they exist; 

► Build effective and productive relationships in the wider community through partnerships with 

community-based groups and stakeholders; 

► Ensure that people are treated fairly and protected from discrimination, bullying or harassment 

and to take appropriate steps when complaints arise; and 

► Be committed to regular reviews of existing policies within Network Rail Consulting to ensure 

they demonstrate our equality, diversity and inclusion principals. 

1.3 Discrimination 

All Employees are expected to adhere to the highest standards of conduct and must not unlawfully 

discriminate against or harass other people including current and former Employees, job applicants, 
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clients, customers, suppliers and visitors. This applies in the workplace, outside the workplace 

(when dealing with customers, suppliers or other work-related contacts), and on work-related trips 

or events including social events. 

The following forms of discrimination are prohibited under this policy: 

► Direct Discrimination: treating someone less favourably because of a Protected 

Characteristic. For example, rejecting a job applicant because of their religious views or sexual 

orientation. 

The following definition of direct discrimination is applicable to Employee's in Australia only: 

A person is treated less favourably than another person in circumstances that are the same or 

not materially different and the reason for the less favourable treatment is one of the protected 

attributes (or is otherwise a characteristic that appertains generally, or is generally attributed, to 

persons with the protected attribute). 

► Indirect Discrimination: a provision, criterion, requirement or practice that applies to everyone 

but adversely affects, or is likely to adversely affect, people with a particular Protected 

Characteristic more than others, and is not justified.  

► Harassment: 

– Workplace Harassment which means engaging in a course of vexatious comment or 

conduct against a worker in a workplace that is known or ought reasonably to be known to 

be unwelcome; or workplace sexual harassment; and 

– Workplace Sexual Harassment which means engaging in a course of vexatious comment 

or conduct against a worker in a workplace because of sex, sexual orientation, gender 

identity or gender expression, where the course of comment or conduct is known or ought 

reasonably to be known to be unwelcome; or making a sexual solicitation or advance where 

the person making the solicitation or advance is in a position to confer, grant or deny a 

benefit or advancement to the worker and the person knows or ought reasonably to know 

that the solicitation or advance is unwelcome. 

► Sexual Harassment (Australia only): occurs when a person makes an unwelcome sexual 

advance, or an unwelcome request for sexual favours, to the person harassed, or engages in 

other unwelcome conduct of a sexual nature in relation to the person harassed, in 

circumstances in which a reasonable person, having regard to all the circumstances, would 

have anticipated the possibility that the person harassed would be offended, humiliated or 

intimidated. 

► Victimisation: retaliation against someone who has complained, or intends to complain, 

(formally or informally) or has supported, or intends to support, someone else's complaint about 

discrimination or harassment.  

► Disability Discrimination: this includes direct and indirect discrimination, any unjustified 

unfavourable treatment because of the effects of a disability, and failure to make reasonable 

adjustments to alleviate disadvantages caused by a disability.  

1.4 Recruitment 

Recruitment, promotion and other selection exercises such as redundancy selection will be 

conducted based on merit, against, as far as possible, objective criteria that avoid discrimination. 

Shortlisting should be done by more than one person if possible.  
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Vacancies should generally be advertised to a diverse section of the labour market. Advertisements 

should avoid stereotyping or using wording that may discourage particular groups from applying.  

Job applicants should not be asked questions which might suggest an intention to discriminate on 

grounds of a Protected Characteristic. For example, applicants should not be asked whether they 

are pregnant or planning to have children.  

Job applicants should not be asked about health or disability before a job offer is made, except in 

the very limited circumstances allowed by law: for example, to check that the applicant could perform 

an intrinsic part of the job (taking account of any reasonable adjustments), or to see if any 

adjustments might be needed at interview because of a disability. Health or disability questions may 

be included in equal opportunities monitoring forms, which must not be used for selection or 

decision-making purposes.  

1.5 Disabilities 

If an Employee or applicant is disabled, Network Rail Consulting encourage them to tell us about 

their condition so that we can consider what reasonable adjustments or support may be appropriate.  

1.6 Part-time and Fixed-term Work 

Part-time workers and fixed-term Employees should be treated the same as comparable full-time or 

permanent Employees and enjoy no less favourable terms and conditions (on a pro-rata basis where 

appropriate), unless different treatment is justified. 

1.7 Responsibilities 

Everyone working at Network Rail Consulting is responsible for ensuring that our principles and 

behaviours are demonstrated through our actions and the way we conduct our business. 

Under local law, Network Rail Consulting may be held vicariously liable for unlawful bullying, 

harassment, discrimination and/or victimisation, and so Network Rail Consulting expressly prohibits 

such conduct by employees. 

1.7.1 Leadership 

The Network Rail Consulting Executive Committee has corporate responsibility for: 

► Leading by example and promoting an organisational culture that is supportive of the benefits 

of equality, diversity and inclusion;  

► Ensuring that the equality, diversity and inclusion policy underpins all aspects of our work by 

implementing it in their particular business functions, including business plans and objectives 

throughout the organisation; and 

► Providing time and resources to allow meaningful engagement and furthering of our D&I 

objectives. 

1.7.2 Human Resources 

Network Rail Consulting’s Human Resources team is responsible for supporting managers and 

Employees alike in understanding the commitment to diversity and inclusion and assist in achieving 

a more open, inclusive and diverse organisation.  Network Rail Consulting's Human Resources 

team is expected to: 

► Be the custodians of equality, diversity and inclusion and provide constructive challenge when 

behaviours do not promote or demonstrate openness, inclusion and diversity; 
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► Coach and support managers to take responsibility for their own behaviours and the behaviours 

of those they manage; and 

► Ensure regular reviews and development of this policy as appropriate, and that any 

amendments or updates remain consistent with the equality, diversity and inclusion principles. 

1.7.3 Managers 

Additional and specific responsibilities apply to those who manage Employees and to those who are 

involved in recruitment, training and development.  Managers are expected to: 

► Work within the policies and procedures relating to equality, diversity and inclusion so that they 

are implemented and communicated to all existing Employees and new Employees when they 

begin working for us; 

► Promote a professional and positive work environment by being inclusive and open, and 

challenging behaviour or decisions that breach this policy; 

► Raise awareness of equality, diversity and inclusion, act as a role model for others, and develop 

personal skills to promote diversity and inclusion and handle issues relating to bullying, 

harassment and discrimination; 

► Take accountability for the timely and appropriate action to address and resolve bullying and 

harassment, and discrimination in their work area, in line with HR policies, including the 

disciplinary policy and procedure where appropriate and necessary;  

► Ensure that our partners, stakeholders, contractors and suppliers receive a copy of this policy 

and agree to comply with it; and 

► Enabling staff to participate in D&I activities for example by providing facilities and time away 

from normal activity. 

1.7.4 Employees 

All Employees are expected to put this policy into practice.  Network Rail Consulting require a 

personal commitment from every Employee to treat each other with respect and dignity and set an 

excellent standard of behaviour for others to follow:  Each individual Employee has a responsibility 

to: 

► Understand the value and benefits of equality, diversity and inclusion; 

► Familiarise themselves with our policy, follow it, and ensure that any Employee for whom they 

are responsible does the same; 

► Tell their line manager about any instances of discrimination, or any perceived problems in 

relation to employment, or potential discrimination in the way that Network Rail Consulting 

provide our services or products; and 

► Comply with the equality, diversity and inclusion policy and procedures. 

It is important to note that employees may be held to be individually liable under local law if they are 

found to have engaged in harassment, discrimination, bullying or victimisation. 
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2. Framework 

2.1 How Network Rail Consulting Demonstrate our Commitment 

Network Rail Consulting will ensure that this policy is put into practice by developing an overarching 

equality, diversity and inclusion strategy, linked to our business plan and corporate strategies.  

Network Rail Consulting will take the following steps: 

► Provide regular communication about equality, diversity and inclusion via SharePoint, team 

meetings and notice boards; 

► Establish monitoring systems that enable the business to understand where it is making 

progress and where it needs to improve, for example, monitoring our recruitment campaigns; 

► Provide on-going training and development on the positive impact of equality, diversity and 

inclusion; 

► Create an environment where people can challenge potentially discriminatory behaviours, in 

particular Network Rail Consulting will have zero tolerance of discrimination on the grounds of 

a Protected Characteristic; 

► Managers and key decision-makers will be trained about equality legislation and its key 

implications on the business; 

► Opportunities for employment, promotion, transfer and training will be advertised widely, in 

accordance with our collective agreements, where applicable.  All applicants will be welcomed, 

irrespective of any Protected Characteristic; 

► During re-organisations the interests of the affected Employee will be considered first within 

closed list arrangements before advertising more widely; 

► Complaints about discrimination, harassment or bullying will be regarded seriously and 

investigated, which may result in disciplinary sanctions, up to and including dismissal; 

► All Employees will be encouraged to develop their skills and qualifications, and to take 

advantage of promotion and development opportunities within Network Rail Consulting; 

► Training and development opportunities will be provided in a non-discriminatory way; 

► Where applicable selection criteria will be applied in accordance with our collective agreements; 

► Network Rail Consulting will introduce measures to use our influence to support our suppliers 

and contractors to develop their own diversity and inclusion policies and approaches; and 

► The effectiveness of the policy and the corporate diversity and inclusion strategy will be 

monitored at regular intervals. 

2.2 Monitoring Equality, Diversity and Inclusion 

We will regularly collect, monitor and analyse diversity data, including information about the gender, 

age, ethnicity and disability of Employees and job applicants to make sure our employment 

processes are fair and are achieving the aims of this policy.  The information will be held in strictest 

confidence and will only be used to illustrate and promote equality, diversity and inclusion and 

prevent unlawful discrimination. 

Please note that in Canada data collection in relation to gender, ethnic and disability information is 

generally not permissible. 
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Any patterns of under-representation, for example, where people with certain identities consistently 

appear to have reduced chances of recruitment, promotion or training, will be fully investigated in 

conjunction with Network Rail Consulting's Human Resources team and positive steps to remove 

any barriers or discrimination and promote diversity and inclusion will be taken. 

We will monitor the impact of re-organisations to check that the approach has been fair. 

Network Rail Consulting commit to undertaking a formal review of this policy every year.   

2.3 What Do I Do if I Have a Complaint Under this Policy? 

All Employees should treat each other with dignity and respect whilst at work.  Any Employee who 

feels they have not been treated in accordance with this policy is entitled to raise the matter through 

the Individual Grievance Policy and Procedure or call the Speak Out hot lineAll complaints will be 

dealt with seriously, promptly and confidentially.  If an Employee is found to have breached the 

equality, diversity and inclusion policy they may be subject to disciplinary action which could result 

in dismissal. 

You may also use this procedure if you feel you are not being permitted adequate participation in 

D&I activities. 

2.4 Everyone Needs to Know about our Commitment to Equality, Diversity and Inclusion 

All Employees, including those newly appointed will be made aware of this policy and the 

responsibilities of both Network Rail Consulting and the individual to observe and commit to its aims.  

Network Rail Consulting will ensure that access to a copy of this policy is provided to all Employees 

and contractors upon joining the company. 

We will ensure that all Employees, job applicants and customers have access to this policy through 

the Network Rail Consulting intranet and website. 

This policy will be further communicated to all Employees through induction, management training 

and displayed on company notice boards.  Whenever appropriate this policy will feature in relevant 

training courses, guidance notes, booklets and manuals. 

We will take steps to ensure that this policy is included with tender information and contracts for 

work undertaken for us by external organisations and individuals. 

All our policies, including those relating to equality, diversity and inclusion, will be monitored for 

clarity and plain English.  Network Rail Consulting will arrange for policies to be made available in 

different formats where necessary, for example a translation or audio version. 

2.5 Related documents and policies 

This policy is supplemented by our Special Leave, Family Friendly and Harassment policies. 

3. List of applicable laws – Australia only 

Please see Appendix.  
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Appendix – Applicable Laws in Australia 

There are a number of key laws that currently apply across Australia that are relevant to this policy: 
 

Federally 

Racial Discrimination Act 1975 (Cth) 

Sex Discrimination Act 1984 (Cth) 

Disability Discrimination Act 1992 (Cth) 

Age Discrimination Act 2004 (Cth) 

Australian Human Rights Commission Act 1986 (Cth) 

Fair Work Act 2009 (Cth) 

Work Health and Safety Act 2011 (Cth) 

Workplace Gender Equality Act 2012 (Cth) 

New South Wales 

Anti-Discrimination Act 1977 (NSW) 

Work Health and Safety Act 2011 (NSW) 

Victoria 

Equal Opportunity Act 2010 (VIC) 

Racial and Religious Tolerance Act 2001 (VIC) 

Occupational Health and Safety Act 2004 (VIC) 
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