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Further c op ies of this lea flet  

and  other Business of Fa ith pub lic a tions c an be ob ta ined  from: 
 

The Business of Faith 
St Ethelburga ’ s Centre for Rec onc ilia tion & Peac e  

78 Bishopsga te, London EC2N 4AG 
 

T: 020 7496 1610   F: 020 7638 1440 
info@thebusinessoffa ith.org  
www.thebusinessoffa ith.org  
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This guide represents a  genera l overview of best p rac tic e for emp loyers in the 
a rea  of relig ion and  belief.  It is not intended  to be relied  upon as a  deta iled  

sta tement of the employment p rac tic es of ind ividua l members.  Spec ific  
workp lac e guidanc e should  be sought where appropria te. 
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Relig ious Diversity  
in the Workplac e  

 

Employers Forum for Belief  
in assoc iation with The Business of Faith  
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The Business of Faith  

The UK is host to the most d iverse workforc e in Europe and  London is 
home for an enormous range of relig ious c ommunities, orig ina ting  from 
a ll over the world .  For many peop le fa ith is not something they c an 

leave a t home, it is b rought with them to work and  influenc es them in many ways, 
through their behaviour and  p rac tic es as well as their a ttitudes.  A work environ-
ment in whic h peop le a re p rotec ted  from d isc rimina tion and  trea ted  fa irly and  
with respec t will support ind ividua ls to reac h their full potentia l and  subsequently 
inc rease business p roduc tivity. By demonstra ting  a  willingness to ac c ommodate 
relig ious needs, the employer shows tha t they take the whole person seriously and  
thus may bec ome the employer of c hoic e for some app lic ants in a  c ompetitive 
job  market. This a lso impac ts positively on sta ff retention and  enhanc ing the 
organisa tion’ s overa ll reputa tion. 
This booklet introduc es the employment regula tions whic h managers need  to be 
ac qua inted  with. It c onta ins suggestions as to how organisa tions c an p roac tively 
engage with fa ith a t work, and  shows how to c rea te a  c limate of inc lusion and  
respec t.  We hope you will find  it useful.          

Justine Huxley 

Introduc tion 
Employers Forum for Belief 
Employers Forum for Belief members employees now reflec t the ric h 
d iversity of the world  tha t we live in. A world  tha t is inc reasing ly c omplex 
and  c hang ing a t unprec edented  pac e. As leaders we have rec ognised  
tha t our peop le a re not only influenc ed  by their beliefs in their persona l 

lives but a lso in their business lives. This means tha t as emp loyers we rec ognise the 
need  to understand  and  respond  flexib ly to the varying  and  growing demands 
tha t a  d iverse workforc e c rea tes. We must a ll trea t our peop le as ind ividua ls 
whose needs and  beliefs b ring  va lue to our business whether they a re based  on 
relig ious or philosophic a l beliefs. 

 

This is important for business not just bec ause respec ting  ind ividua ls’  belief systems 
a llows them to rea lise their full potentia l but bec ause it a llows business to reflec t 
the d iversity of its c ustomer base.  If business c rea tes workforc es tha t a re reflec tive 
of the soc ieties in whic h we opera te it will be possib le to c rea te the d iverse 
p roduc ts and  servic es tha t meet the needs of eac h and  every element of today’ s 
inc reasing ly d iverse and  demand ing c ustomer base. Understand ing our emp loy-
ees needs and  empowering them to inform our polic ies and  p rac tic es will a lso 
help  business develop  a  c learer understand ing of what exc ellenc e in c ustomer 
servic e rea lly means. 

 

This booklet offers businesses a  sta rting  point for their own journey towards the 
grea ter inc lusion of their workforc e. It inc ludes many of the lessons learnt by EfB 
members as they have p rogressed  their own journeys towards a  more flexib le and  
inc lusive approac h. I hope it will help  you begin your own journey on this winning 
pa th.                 

Caroline Waters 
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Business of Faith public ations  
 
 
Ramadan: Briefing notes for managers 
 
Relig ion and belief in the workplac e:  
A handbook 
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Faith c ommunity websites  
 
Atheism 
www.relig ioustoleranc e.org / a theist.htm 
 
Bahá’ísm 
www.baha i.org  
 
Buddhism  
www.thebuddhistsoc iety.org   
 
Christianity 
www.c tb i.org .uk 
 
Hinduism  
www.hinduforum.org  
 
Humanism 
www.humanism.org .uk 
 
Islam 
www.isb .org .uk 
 
Jainism 
www.ja inuniversity.org  
 
Judaism 
www.bod .org .uk 
 
Paganism  
www.paganfed .org  
 
Rastafarianism 
www.bbc .c o.uk/ relig ion/ relig ions/
rasta fa ri/ index.shtml 
 
Shintoism  
www.jinja .or.jp / eng lish/ s-
0.html 
 
Sikhism 
www.sikhnet.c om 
 
Zoroastrianism 
www.avesta .org   
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Employment & diversity websites  
 
ACAS 
www.ac as.org .uk 

 
BBC Relig ion & Ethic s 
ww.bbc .c o.uk/ relig ion/  
 
The Business of Faith 
www.thebusinessoffa ith.org  
 
Diversity Works 
www.d iversityworks.org  
 
St Ethelburga’s Centre  
for Rec onc ilia tion & Peac e 
www.stethelburgas.org  
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Other resourc es  
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Creating Quiet Spac e  

 

¨  It is a  good  idea  to c onsult with future users of the room from d ifferent fa ith bac k-
grounds. This will help  ensure the room will work appropria tely for everyone.  

¨  Emp loyee fa ith networks should  be jointly responsib le for the management of the 
spac e. This will maximise p rayer room potentia l and  help  build  a  sense of shared  
ownership .   

¨  If spac e is in short supp ly, meeting rooms c an be adap ted  to have a  dua l func tion. If 
a  permanent room is not feasib le, offering a  spac e a t c erta in times of the year (e.g . 
the Muslim month of Ramadan) will demonstra te managers c ommitment to support-
ing sta ff fa ith needs where possib le.    

¨  Advic e from spec ia lised  c onsultants regard ing design c an be useful and  will make 
sure the needs of less well-known fa ith and  belief system groups a re not overlooked . 

¨  Different fa ith g roups may need  to negotia te times for hold ing servic es or c ongrega-
tiona l p rayer.   

¨  Use of the room should  be monitored , and  there should  be c lea r c ommunic a tion 
c hannels for room users to feedbac k any issues to HR or to the relevant managers.   

¨  The term ‘quiet room’  may be p referab le to ‘ p rayer room’  as it is more inc lusive and 
keeps the room open to peop le with no pa rtic ula r relig ion.    

����

Design fac tors  
 
¨  Loc a tion in the build ing and  likely noise levels. 

¨  Proximity to washrooms (members of some fa iths perform ab lutions before p rayer). 

¨  Orienta tion (some fa iths p rayer fac ing a  pa rtic ula r d irec tion). 

¨  Hea ting (body tempera ture d rops during med ita tion). 

¨  Neutra lity (it is better to avoid  relig ious symbolism than a ttempt to inc lude symbols 
from a ll the fa iths). 

¨  A sense of the sac red  (use of light, c a lming  c olours, simp le abstrac t designs and  
a ttention to eleganc e will p roduc e an insp iring  and  peac eful environment). 
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Direc t Disc rimination  

 

Employees must not be trea ted  less favourab ly 
than others bec ause they follow, or a re 
perc eived  to follow a  partic ula r relig ion or 
belief.   Examples of d irec t d isc rimina tion 
inc lude:  

¨  not interviewing or hiring  someone 
bec ause of their fa ith 

¨  adverse terms and  c ond itions; 

¨  refusing tra ining  

¨  denying p romotion 

Exc eptions 

 

In limited  c irc umstanc es, emp loyers may be exempt from the regula tions if they 
c an p rove there is a  Genuine Oc c upa tiona l Requirement (GOR) for a  post-holder 
to belong to a  partic ula r relig ion.  This will app ly if the job  involves some kind  of 
relig ious duty or the organisa tion has a  partic ula r ethos tha t needs to be upheld .  
Eac h GOR needs to be c onsidered  in rela tion to eac h post.  For example, a  
Muslim sc hool may be entitled  to favour a  Muslim app lic ant for the role of Reli-

Employment Law 

 

Emp loyment Equa lity (Relig ion or Belief) Regula tions c ame into forc e in 
Dec ember 2003 making it unlawful to d isc rimina te aga inst emp loyees on 
the grounds of fa ith. These regula tions form part of a  pac kage of p rotec -
tion whic h inc ludes d isc rimina tion on the basis of sex, rac e, d isab ility and  
sexua l orienta tion. Age is a lso  now inc luded . 

 

The regula tions c over both employment and voc ationa l tra ining and  
app ly to rec ruitment, interviews, pay, terms and  c ond itions, tra ining , 
p romotion, d ismissa l, and  referenc es.   

 

All the world ’ s ma jor relig ions a re inc luded , as well as some less well 
known fa iths suc h as Paganism and  Rasta fa rianism.  Politic a l beliefs a re 
exc luded , but c erta in kinds of philosophic a l belief, if they a re simila r to 
relig ious beliefs, c ould  a lso be c overed  (e.g . humanism).  Non-believers 
a re a lso p rotec ted  from being d isc rimina ted  aga inst on the basis of not 
following a  partic ula r fa ith. 

The Regula tions c over these four a reas:   

d irec t d isc rimination, indirec t d isc rimination, harassment and vic timisation.  
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Indirec t Disc rimination 

 

An organisa tion must not have polic ies, p roc edures, 
emp loyment rules and  p rac tic es, or selec tion c riteria  
whic h a lthough they a re app lied  to a ll emp loyees, have 
the effec t of inadvertently d isadvantaging peop le of a  
partic ula r fa ith or belief, unless the p rac tic e c an be 
justified .   

 

To justify the p rac tic e, the employer will need  to show tha t 
there is a  rea l business need  and  tha t a  simple a lterna tive 
does not exist.  Ind irec t d isc rimina tion is unlawful even if it is 

unintentiona l. For example, a  c ompany whic h opera tes a  ‘ no headwear’  polic y 
to a ll sta ff, might d isc rimina te aga inst Sikh men who a re required  to wear a  turban 
for relig ious reasons.  
 

Harassment 

 

Harassment is any unwanted  behaviour whic h viola tes a  person©s d ignity or 
c rea tes a  hostile, humilia ting or threa tening environment. It inc ludes teasing, 
name-c a lling , threa tening behaviour and  violent c onduc t. Behaviour whic h is 
unintentiona l or sub tle is c overed . It may be about the ind ividua l’ s relig ion, or 
about the beliefs of those he or she assoc ia tes with.  
 

Vic timisation 

 

This is where an employee is trea ted  detrimenta lly bec ause they have made a  
c ompla int or intend  to make a  c ompla int about d isc rimina tion or harassment or 
have g iven evidenc e a t a  tribuna l. They may be labelled  a  ‘ troub le-maker’  or 
denied  p romotion. If this happens and  an organisa tion fa ils to take reasonab le 
steps to p revent it they may be liab le to pay c ompensa tion.  

The Test of Reasonable Ac c ommodation 

 

If an employer c an ac c ommodate a  relig ious need  without inc onvenienc ing  
other sta ff or having a  detrimenta l impac t on business, they may now be ob liged  
to do so. For a  manager assessing a  relig ious need , fac tors tha t should  be taken 
into ac c ount inc lude: 
 
¨  Cost     
¨  Effec t on business 
¨  Burden or inc onvenienc e to other sta ff 
¨  Possib le tensions with other fa ith groups 
 
This p roc ess will a lways be a  ba lanc ing exerc ise between the needs of the em-
p loyer and  the needs of the employee. Cases should  a lways be assessed  on a  
c ase by c ase basis sinc e wha t is reasonab le is rela tive to the na ture of the busi-
ness and   its size, sta ff and  ab ility to be flexib le. 

For more deta iled  information about emp loyment law surround ing relig ion and  
belief see the Business of Fa ith pub lic a tion: Relig ion and belief in the workplac e 
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Ideas for engaging with relig ious d iversity 
 
¨  Lunc htime ta lks and  evening soc ia l events c an be simp le ways to genera te 

interest, to pub lic ise the existenc e of fa ith networks, and  a llow those with an 
interest in fa ith and  relig ion to meet eac h other.   

 

¨  Foyer exhib itions themed  around  relig ious d iversity a re a  way for managers 
to demonstra te to emp loyees tha t this aspec t of their lives is inc luded  and  
va lued  in the work environment. 

 

¨  Ca lendars of relig ious festiva ls a re now widely ava ilab le.  These c an be 
downloaded  into persona l on-line d ia ries or posted  on intranet sites, and  set 
up  to deliver messages suc h as ‘Happy Diwa li’  on the appropria te day. 
Web links c an p rovide ac c ess to bac kground  information on eac h festiva l 
and  on eac h fa ith.  This is a  very simple way to honour the fa ith bac k-
grounds of emp loyees and  make everyone feel inc luded .   

Employee fa ith networks 
 

You may want to c onsider setting  up  employee networks. 
These c an be organised  a round  fa ith or c ulture and  c an 
use email newsgroups to c ommunic a te with eac h other.  
This c an help  foster a  sense of support and  inc lusion for 
members of sta ff of d ifferent relig ious and  c ultura l 
bac kgrounds. One possib ility is to have severa l sing le-
fa ith networks (depend ing on the needs of sta ff) from 
whic h eac h nomina te a  representa tive to sit on a  multi-
fa ith forum.  Idea lly the forum would  a lso inc lude a  member of Human Resourc es 
or a  Diversity Manager.  This ensures there is c ommunic a tion ac ross the fa ith 
groups and  p rovides a  feedbac k c hannel to HR.  The multi-fa ith forum c an a lso 
organise events whic h b ring  a ll the networks together from time to time.  Some 
organisa tions p refer to have only a  multi-fa ith forum (and  not the sing le fa ith 
networks) as this p romotes the sha ring of c ommon experienc e between peop le 
of fa ith.  Whic hever model is emp loyed , It is a  good  idea  to c rea te terms of 
referenc e for the networks to ensure they opera te within appropria te boundaries.   

Prayer Spac e 
 
Provision of a  quiet room or multi-fa ith p rayer spac e is bec oming more wide-
spread .  Many la rge organisa tions have adap ted  existing  rooms and  these have 
p roved  to be well-used  and  muc h apprec ia ted  by sta ff of a ll fa iths, beliefs and  
none.  In the future, offering  a  quiet room may bec ome standard  p rac tic e for 
organisa tions over a  c erta in size, and  purpose-built rooms will undoubted ly 
bec ome more c ommon.  When dec id ing  if your organisa tion should  p rovide suc h 
a  spac e, you need  to take the test of reasonab le ac c ommodation (see page 4).  
See overlea f for ideas about c rea ting  and  designing appropria te quiet spac e.   
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Best Prac tic e  
 
¨  Know the law - Make sure managers know of the employment regula tions 

surround ing relig ion and  belief, and  a re aware tha t the organisa tion is 
c ommitted  to trea ting peop le of a ll fa iths fa irly and  with respec t.  Make 
tra ining  ava ilab le as nec essary and  ensure sta ff have ac c ess to appropri-
a te resourc es. 

 

¨  Know your sta ff - The law does not require you to ask your sta ff their relig ious 
bac kground , but it might help  in p rovid ing  fac ilities and  p re-empting  issues. 
Some c ompanies inc lude a  question in the annua l sta ff survey. This needs to 
be done with sensitivity.  It should  be c lear wha t the information will be used  
for and  tha t answering  the question is entirely volunta ry. 

 

¨  Consult  - Crea te opportunities for a  varied  sample of sta ff to share their 
experienc es of ba lanc ing relig ious and  workp lac e needs and  to identify 
wha t if anything needs to c hange.  This c an be done in c rea tive ways 
whic h will help  genera te sta ff involvement as well as p rovide managers 
with inva luab le feedbac k.   

 

¨  Audit polic ies and prac tic es  - Review c ompany rec ruitment p rac tic es, shift 
and  holiday booking p roc edures, meeting  times,  and  c ompany c ulture 
a round  d ress c odes, food  and  a lc ohol.  This will help  to highlight any 
p rac tic es whic h ind irec tly d isc rimina te aga inst partic ula r fa ith groups. 

 
 

¨  Flexib ility - Communic a te to managers the need  to a llow, where possib le, 
flexib ility of working hours and  time off in order to ac c ommodate needs 
a rising  from prayer times, fasting  p rac tic es, relig ious festiva ls, holy days and  
p ilg rimages. 

 

¨  Openness - Fa ith c an sometimes be seen as a  sensitive or even taboo 
sub jec t.  Good  management skills would  inc lude a  willingness to lea rn 
about d ifferent sta ff needs.  It is not nec essa ry to know the deta ils of every 
relig ious p rac tic e, but simply to be open, willing  to ask for more information 
as required , and  to show an a ttitude of respec t and  flexib ility.   

 

¨  Avoid making assumptions - Don’ t assume tha t every member of a  relig ious 
group  will p rac tic e their fa ith in the same way.  

 

¨  Create feedbac k c hannels - Make sure sta ff know 
who to approac h if they have an issue they would  
like to ra ise. 

 

¨  Use exit interviews  - If your organisa tion c onduc ts 
exit interviews when a  member of sta ff resigns, 
these c an p rovide an opportunity to ga in informa-
tion about issues employees may have found  
d iffic ult to ra ise whilst in the job .  Questions c an be 
inc luded  about fa ith and  inc lusion or about  
d isc rimina tion or harassment. 
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Relig ious Observance 
 

Peop le express their fa ith in many d ifferent ways - through beliefs, a ttitudes, 
c ustoms and  relig ious observanc e. For many peop le, fa ith is not something tha t is 
left a t home, it is taken into every aspec t of life, inc lud ing the workp lac e.    

 

Prayer 
Some fa iths have set times for p rayer (for example Muslims p ray five times a  day, 
Ja ins p ray three times a  day). Others may vary their times of p rayer or med ita tion.  
If there is a  need  to p ray during  working hours, emp loyees may request some-
where they c an use for this purpose (see page 10).  

 

Holy days and festivals 
In this c ountry our standard  five day week and  sta tutory bank holidays ac c ommo-
da te the relig ious needs of p rac tising  Christians. Employees of other fa ith groups 
may be a t a  d isadvantage when it c omes to observing their holy days and  
relig ious festiva ls. Pilg rimage c an a lso be an important part of some belief systems, 
requiring time off a t c erta in times of year. Some holy days (e.g . the Jewish 
Sabba th) begin a t dusk on the p revious night and  observers may wish to be home 
before then - this c an mean leaving work early during  the winter.  The Regula tions 
do not mean tha t emp loyees a re entitled  to extra  time off for relig ious obser-
vanc e.  Managers need  to app ly the ‘ test of reasonab le ac c ommodation’  (see 
p revious page).  Eac h request needs to be assessed  ind ividua lly.  If the lost time 
c an be made up  and  the c ost and  burden on other sta ff is not too grea t, 
managers may need  to offer some flexib ility where possib le.   

 

Food and fasting 
Many fa iths have d ieta ry restric tions observed  for relig ious reasons (e.g . many 
Hindus a re vegeta rian, and  most Muslims avoid  a lc ohol). Workp lac e c ulture 
surround ing food  or d rink c an d isc rimina te ind irec tly or make peop le with d iffering 
needs feel exc luded . Many fa iths a lso involve the p rac tic e of fasting  and  
employers should  be sensitive to this (see The Business of Fa ith pub lic a tion on 
Ramadan).   
 

Dress 
Some fa iths require c erta in items of c lothing  to be worn (e.g . the Sikh turban or 
Jewish kippah), other fa iths have ob liga tory items of jewellery, or require women 
to wear loose-fitting  c lothes. These may impac t on work environments with d ress 
c odes or uniform polic ies (see c ase stud ies overlea f). 

 

Physic al c ontac t  
Physic a l c ontac t or p roximity between the sexes c an be 
restric ted  in some fa ith c ommunities. Some may want to avoid  
shaking hands, or being in a  lift with peop le of the opposite sex. 
This should  not be viewed  nega tively.   

 

Bereavement 
Customs and  ob liga tions surround ing funera ls and  bereave-
ment va ry ac ross c ultures and  fa iths. This may mean longer 
periods of mourning during  whic h work may need  to be 
suspended , or the need  for funera ls to take p lac e within a  
c erta in narrow time frame.  
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Sharia c ompliant pensions 
Usury is p rohib ited  und er Isla mic  
relig ious law and  some employers 
have begun to take this in to ac c ount. 
Ac c enture were approac hed  rec ently 
by some Muslim employees who were 
unhappy with the trust funds used  in 
their pension sc heme.  The c ompany 
undertook a  review and  exp lored  
funds tha t would  meet the Islamic  
c rite ria . The re  were  som e init ia l 
d iffic ulties with the trust fund  they 
c hose. The level of return was less than 
the standard  sc heme, so the op tion 
needed  to be c arefully c ommuni-
c a ted . It a lso involved  slightly higher 
a d m inistra t ive  c osts, w hic h a fte r 
d isc ussion and  c onsulta tion, Ac c enture 
dec ided  to bear themselves ra ther 
than passing on to the employee.  

Sikh Sword and Turban  
The Sikh fa ith requires men to wear 
severa l items of c lothing and  jewellery 
rela ting  to their fa ith, inc lud ing the 
turban, and  a  kirpan (sword ).  An 
organisa tion opera ting  a  searc h polic y 
a t the end  of eac h shift ra ised  ques-
tions a b out whether they should  
searc h under a  Sikh’ s Turban. After 
d isc ussions, it was dec ided  tha t this 
was inappropria te.  There was a lso a  
question of whether the kirpan should  
be a llowed  in high sec urity build ings, or 
whether it should  be substituted  with a  
symbolic  rep lic a . After c onversa tions 
with the Sikh c ommunity, a  dec ision 
was made to a llow the kirpan and  
sec urity sta ff were tra ined  on how to 
rec ognise it.   

Pilgrimage 
In the c ase of Khan v NIC Hygiene, Mr 
Khan was sac ked  a fter he took time 
off to make a  p ilg rimage to Mec c a .  
The trip  required  using a ll his annua l 
leave a t onc e.  He had  requested  the 
time off but not rec eived  a  written 
response. His manager sa id  he c ould  
assume tha t the leave had  been 
granted . The tribuna l found  tha t the 
trea tment of Mr Khan amounted  to 
d isc rimina tion under the Regula tions 
and  made an award  in his favour of 
£10,000. 

Animal produc ts 
Certa in foodstuffs and  animal p rod -
uc ts may be p rohib ited  to peop le 
from d ifferent relig ious bac kgrounds.  
A department store found  tha t their 
Hindu sta ff were refusing to touc h a  
new produc t, a  c ow-skin rug , due to 
relig ious beliefs.  Managers held   
meetings with emp loyees and  a lso 
their families to d isc uss how they 
c ould  dea l with the issues. They a lso 
fac ed  a  potentia l c onflic t with Muslim 
sta ff who felt their d isc omfort over 
hand ling   simila rly p rohib ited  materia l, 
had  not been addressed  as sensi-
tively.  Eventua lly it was agreed  the 
items c onc erned   would  be pac k-
aged  in p lastic  to c onta in the smell 
and  make touc hing the p roduc t less 
p rob lematic .  They a lso agreed  to re-
a lloc a te sta ff so tha t no-one who was 
unha p p y ha nd ling  the  p rod uc ts 
needed  to do so.   
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Sunday working 
In Williams-Drabb le v Pa thway Care 
Solutions, the Employment Tribuna l 
found  tha t Ms Williams-Drabb le, a  
p rac tising  Christian, had  been ind i-
rec tly d isc rimina ted  aga inst when a  
c hange in the working rota  meant 
tha t she was required  to work on 
Sundays and  would  therefore not be 
ab le to a ttend  c hurc h.  She was 
initia lly told  tha t a  meeting  was to 
ta ke  p la c e  to  d isc uss p ossib le 
c hanges to the rota , but this meeting  
never happened , and  the c hange 
was imposed  without c onsulta tion.  
When she ra ised  this with her em-
p loyer she was informed  tha t if she 
c ould  not follow the rota  she would  
have to resign.  The tribuna l found  
tha t the employer had  app lied  a  
p rovision, c riterion or p rac tic e whic h 
app lied  equa lly to a ll sta ff but meant 
tha t p rac tising  Christians were put a t 
a  d isadvantage. The employee won 
the c ase and  was judged  to have 
been c onstruc tively  d ismissed  and  
unlawfully d isc rimina ted  aga inst. 

Prayer Spac e  
One organisa tion was approac hed  by 
M uslim  e m p lo ye e s re q ue st ing  a  
separa te p rayer room so tha t they 
c ould  p ray together a t set times 
without members of other fa iths being 
p resent in the room a t the same time.  
They a lso would  have liked  a  spac e for 
women to p ray separa tely.  It was 
dec ided  this was not feasib le as spac e 
was limited , but managers dec ided  to 
a llow time off for sta ff to visit a  loc a l 
mosque, on the understand ing the lost 
time would  be made up  la ter in the 
day. 

Uniforms 
An agenc y nurse was unhappy with 
the uniform she was expec ted  to wear 
whic h was too c lose-fitting  with too 
short a  skirt. As a  Muslim, her relig ion 
required  her to d ress modestly in 
c lothes tha t do not emphasize body 
shape. She made her own uniform but 
the agenc y would  not reimburse her 
for the c ost. A Muslim c harity advo-
c a ted  on her beha lf, help ing  her to 
rec oup  the c ost and  working with the 
agenc y to review their uniform polic y.   

Happy Holidays? 
Many c ompanies send  c ards to sta ff or 
c lients a t Christmas.  Rec ently, some 
organisa tions have found  tha t Christian 
employees bec ame unhappy tha t the 
message of one of their most signifi-
c a nt re lig ious festiva l wa s b eing  
wa tered  down to ’ happy holidays’ .  
Sta ff from other fa iths a lso began 
req uesting  tha t the ir festiva ls b e 
remembered .  Employers need  to be 
sensitive to  these issues, a im to 
educ a te employees and  mainta in a  
ba lanc e between supporting  sta ff of 
d ifferent fa iths. 

Alc oholic  inc entives  
A Muslim insuranc e sa lesman, was 
involved  in an employment tribuna l 
with his employers. His managers had  
been offering  a lc ohol as a  perform-
anc e inc entive, and  the employee 
c la imed  tha t this d isc rimina ted  aga inst 
him as a  Muslim bec ause he c ould  not 
c la im suc h a  p rize.  However, the 
tribuna l found  tha t he was in the same 
position as a  teetota l non-Muslim, so 
there had  been no d irec t d isc rimina-
tion.  


