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dismissal) may encourage a greater number of non-heterosexual people to apply for jobs.
In this case employers will incur costs associated with considering a greater number of
applications in the selection process (including interviews). This increases the pool of






who have been discriminated against in terms of training. Training is closely related to



employees.®” A quarter (27%) of all employees (6.7 million) work for the public sector
(incneing educatlio and health)s.



are estimated to be £31 million.45 Total benefits would therefore be up to £69 million.6.2. Costs to



The total costs and benefits for the three main groups are presented in the table below.

Benefits Costs

Employers/Pension funds

Awareness £23 million



Annex

Proportion of organisations providing pensions in Great Britain, by size of organisation,

1998, in per cent (private sector only)

1 -5 employees

25

6 — 12 employees

42

10.75 192 empl8yees










We assume that this would reduce their costs of recruitment by between £100 and £200.>°
This leads to benefits of up to £1 million.

4.2. Benefits to employees



b) Require employers to consider a greater number of applicants in the selection
process, including interviews.

The estimated cost to business of considering more applicants in the recruitment
process is £3 million (annual) - see part 4 in Annex E.

5. Training and promotion

Training and promotion are key issues with respect to an individual’'s career, job
satisfaction and general motivation.?® Apart from the direct effect on the employers



in productivity. If we assume that






discrimination.

Cost

The number of claims under race discrimination (3,359) can be used to help estimate the
approximate number of claims that are likely to occur under religion/belief discrimination.”
However, assuming some cases would have been made under race discrimination in the
absence of legislation covering religion, we estimate the number of new cases to be
around 3,000. On this basis, the compliance cost to business is expected to be around £6
million,”" and the cost to government of around £2 million’?. These are all recurring
annual costs.




8. Summary

The total costs and benefits for the three main groups are presented in the table below.

Benefits Costs
Employers
Awareness £45 million
Recruitment £1 million £4.2 million
Training £ 0 — 100 million £27 — 63 million
Promotion £2 million £6.5 million
Enforcement £6 million

TotalTjE328.5 -14.25 2431 91mIF3531 T3 (£ 0 — 100 million) TjB6F3531 2.3044 Tw (£.75 re -15



Statistics on religions in Britain

Christianity

A 1999 poll showed that 64% of the population consider themselves Christians - of whom
29% were aware of the significance of the year 2000 in the Christian religion. 43% of the
population do not know what Easter celebrates.

1in 7 of those who describe themselves as Christians say they do not believe in God. 1 in
3 do not believe in life after death.

A 1949 poll found that 61% of the population could nhame all of the Gospels. In 1999 it was
48%.

Of the 16- to 24-year-old age group, just 21% could name all of the Gospels, but 57% of
young people say they believe in God.

71% of Christians think Christianity will still exist in the year 3000.

Hinduism

There are 700 million Hindus worldwide, of which 360,000 live in Britain. Approximately
70% of Britain's Hindus come from the state of Gujarat in western India. 15% of British
Hindus come from Punjab.

Judaism

Britain's Jewish population has fallen from 450,000 in the 1950s to 280,000. Orthodox
Jews constitute 60-65% of the Jewish population in Britain. The death rate exceeds the
birth rate by 1,000 people each year.

Islam
There are 7 million Muslims in the EU and 1.5 million in Britain. Bradford has the largest
Islamic community u xc60ute 60-65cic (Be Jewish p.munity u Brads(Hin6rateceeds the) T27TD -0.06:



Appendix
Employment data

In employment Employment rate %, ILO unemployment
(000s) 16 —59/64 rate (%), All 16+



Age

1. Intended Effect

There is currently no employment legislation in the UK covering age discrimination.
Therefore, all the possible effects of legislation, as implied by the Directive, will need to be
considered. These effects generally fall under the headings of: awareness of the



4. Costs-benefit analysis









4.3. Training and promotion

Training and promotion only affect those individuals who are in employment. The group to
consider under this heading is therefore about 12 million employees.

The training needs of older workers may be quite different from that of younger workers as
viewed by an employer. Indeed, older workers may provide an employer with a valuable
source of knowledge and experience for younger members of the workforce. Employers
consider the cost/benefits of the likely training needs of their employees (both in the
decision to recruit and after recruitment). There is a potential cost to business when
employing an older worker because this worker has, in absolute terms, a shorter maximum
working life over which the employer can regain the benefits of accumulated job specific









to employers due to a better match of skills and jobs.



4.4. Terms and conditions

Businesses incur costs arising from absenteeism of employees.'®® This cost may change

with greater age diversity in the workplace, if absenteeism in fact varies with age.
Evidence from the Labour Force Survey indicates that there is very little difference in
absenteeism between under 25s and over 50s, but the rate of absenteeism for both these
age groups are significantly above the average for all ages (the rate among 25 - 50s is
much lower). However, the WH Smith’s case study found lower levels of absenteeism
among older workers, and higher levels of reliability, commitment and dedication.

Following the argument above, there is likely to be no real change in the cost of
absenteeism if the objective of a more diverse workforce is achieved. It has not been
possible to quantify this, however, due to a lack of available data.

tregpelatiogiorape discpbiéndditzn, the consequent changes in employment practices and
changes in the supply of labour from different age groups will all have an effect on the
distribution of wages over different age groups. Any difference however, in the wages
between younger and older workers, would be reflected in a difference in the wage bill of a
typicaer usines. Ine sempge em and and supplytTerm,n employment practiceswhiuch refleca



is expected to be largely a positive impact if the objective of a more diverse workforce or












