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	Section 1 : Policy Overview


1.1 Policy Statement

CPIT is an Equal Employment Opportunities employer and therefore does not discriminate against any employee or potential employee on the grounds of gender, ethnicity, sexual orientation, disability or other grounds given protection by Human Rights legislation.  

Further, all the Institute’s policies, procedures and processes are developed within the framework outlined below:

· Staff need to maintain a balance between the personal and professional aspects of their lives.  

· The Institute respects every person’s right to define their own next of kin, ‘family’ and type of household and acknowledges that special and discretionary leave provisions must reflect this.  

· In all its processes, the Institute attempts to balance the rights of the individual, the work team and the Institute.  

· The EEO plan is results-oriented and is evaluated against predetermined objectives.  

· The Human Resources (HR) Division will continuously monitor all employment/HR procedures and processes to ensure adherence to the EEO plan.  

1.2 Application of Policy
a
This policy applies to all staff employment policies, practices and procedures, including those dealing with recruitment, discipline, complaints and harassment.  
b
It relates primarily to ITPNZ Academic Quality Standards 1.2, 4.1, 4.2 and 12.1.

1.3
Formal Delegations

a
The Chief Executive Officer has statutory responsibility (under s2 of the State Sector Act 1998) as the employer of all staff at CPIT.  The Human Resources Director operates as the ‘employer’, under formal delegation from the CEO.


b
CPIT Managers will manage staff in accordance with legislation and CPIT’s policies and procedures.
1.4
Definitions
a
Equal Employment Opportunities: Ways of organising human resource practices and identifying and eliminating barriers to equality, as defined in the relevant legislation, (eg The Education Act, the State Sector Act and the Human Rights Act), for any individual or group.  The EEO philosophy is therefore embedded in all policies, systems and practices of the Institute.  

b
Prohibited grounds of discrimination (Human Rights Act, 1993, Section 21):

i
Sex, including pregnancy, childbirth and sexual harassment.

ii
Marital status, meaning single, married, joined in a civil union, separated, divorced, widowed or de facto.  

iii
Religious or ethical belief.  

iv
Race and colour.

v
Ethnic and national origins, including nationality and citizenship.

vi
Age, meaning any age from 16 years on. 

vii
Disability, including: physical disability or impairment; physical illness; psychiatric illness; intellectual or psychological disability or impairment; the presence in the body of organisms causing illness; any other loss or abnormality of structure or function; reliance on a guide dog, wheelchair or other remedial means.  

viii
Political opinion, including not having a political opinion.  

ix
Employment status, meaning being unemployed or a beneficiary.  

x
Family status, including having or not having responsibility for children or dependents, being married, joined in a civil union or living with a particular person, or being a relative or a dependant of a particular person or a member of a person’s household.  

xi
Sexual orientation, meaning heterosexual, homosexual, lesbian or bisexual orientation.  


c
Disability: A physical or mental impairment which has a substantial and long-term adverse effect on the person’s ability to carry out normal day-to-day activities.


Legislation Relating to EEO
· S181(d) Education Act 1989 Duties of Councils

· S220(2A) Education Act 1989 Annual Report

· S56 State Sector Act 1988 General Principles

· S58 State Sector Act 1988 Equal Employment Opportunity

· S21 Human Rights Act 1993 Prohibited Grounds of Discrimination

	Further Documentation
	Related Policies

	· EEO Plan (produced by the HR Division)

· CPIT Annual Report
	· HR Management

· Harassment Prevention

· Code of Professional Practice

· Assisted Retirement

· Workload

	Note
1. Various separate policies have been developed since the early 1980s, covering areas such as equal opportunities for women, for Maori and for people with disabilities. This policy replaced them in 1998.


Equal Employment Opportunities 
Section 2:  Procedures

EEO principles are embedded in the Institute’s HR procedures, which are all criteria-based.  Further details related to each area are included in the HR Management policy and relevant HR policies and procedures.  Additional resources, with appropriate levels of access, are increasingly available on the InfoWeb.

The EEO Plan
a. HR Division produces an annual EEO plan, summarising the results from previous years and setting targets for the current year, for endorsement by Management Team.  

b. Achievement or otherwise of these objectives is reported in the CPIT Annual Report.

c. Ensuring that annual, achievable EEO objectives that further this policy are set and actioned is the responsibility of the HR Manager.

All policies on CPIT’s InfoWeb are the current version.  Please check date of this hard copy before proceeding.
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