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Procedure 6.3 Equality and diversity
1 Equality of opportunity
The Academy recognises that certain groups and individuals in society are disadvantaged
because of the discrimination they may experience as a result of their race, colour, creed,
religion or belief, ethnicity, age, nationality, sex, disability, marital or civil partner status,
pregnancy or maternity, gender re-assignment or sexual orientation. We further recognise
that discrimination can be direct or indirect and takes place at the personal as well as the
institutional level. We strongly believe that such discrimination is wrong and we are
committed to ensuring that our own policies and practices provide equal treatment to all.
We accept the need to adopt positive policies to take account of past and present
discrimination against certain groups and individuals in society and in order to comply with
the terms of the Race Relations Act (1996), The Sex Discrimination Act (1975 and 1986) the
Disability Discrimination Act (1995) and the Equality Act (2010). We are also mindful of the
need to take appropriate steps to prevent extremism, as defined in the Counter-terrorism
and Security Act (2015)
We recognise the need to demonstrate a commitment to equity as set out in the UK Quality
Code.
The Academy recognises the need to serve a multiracial and multilingual community. We
recognise the fact that, in the past, people with a learning disability have been discriminated
against and will work toward avoiding such discrimination. This procedure applies to all
potential as well as actual employees, volunteers and students.

2 Equal opportunities statement
The Academy is totally committed to equality of access and opportunity. This means that:
•

in the provision of services and employment of staff to provide these services, the
Academy will seek to ensure equality of opportunity and access for all persons

•

no person or group of persons applying for a job or to use the services of the
organisation, will be treated less favourably than any other person because of their
class, colour, beliefs or religion, race, ethnic or national origin, disability, gender, age,
sexuality, marital and parental status

•

in carrying out its equality and diversity procedures, the Academy will seek actively to
assist disadvantaged groups to benefit from its services

•

the Academy will seek to identify the needs of disadvantaged groups in its area of
operation by establishing close relationships with groups

•

to help to fulfill its commitment to equal opportunity, the Academy will actively monitor
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persons from different ethnic/racial origin who apply for its services and
currently using its services and all those seeking employment and
employed by the Academy
•

the Academy will give sympathetic consideration to requests for the conversion of
posts to job share status, both from existing staff and from new applicants

•

in hiring contractors and other agencies to work for it, the Academy will be mindful of
its commitment to equality of opportunity

•

in the composition and operation of its hierarchy, the Academy will be mindful of its
commitment to equal opportunity.

3 Delivery of services
The Academy is committed to a policy of providing services to ensure that all groups and
individuals have equal access to its resources and that they are treated equally.
The Academy recognises its duty to ensure that all students are able to enjoy the peace and
comfort of their own home free from any kind of harassment. It is Academy policy to ensure
that students are provided with a service according to their individual needs and that they
are in no way discriminated against on the grounds of their class, colour, beliefs or religion,
race, ethnic or national origin, disability, gender, age, sexuality, marital and parental status.
In order to do this, staff must take into account peoples’ ethnic and cultural needs.

4 Employment principles
The Academy is committed to the principle of equal opportunities. It opposes any form of
less or more favourable treatment being accorded to employees or job applicants on the
basis of their gender, religion or beliefs, race, colour, social class, sexuality, nationality or
ethnic origin, age, disability, parental or marital status. The Academy encourages diversity in
its workforce, reflecting (where practicable) the diversity of the working population. It is also
committed to the principle that employees should work in an environment free from
intimidation, racial or sexual harassment and incitement to political extremism.

5 Responsibilities
The CEO / Principal is responsible for fostering equal opportunity and freedom from
harassment and ensuring that all statutory non-discriminatory obligations are fulfilled.
The CEO / Principal and Academic Head are responsible for ensuring that this procedure is
followed effectively.
Employees are responsible for conducting themselves in such a manner that their behaviour
does not intimidate or harass other employees or job applicants.
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6 The Law and employment
Direct discrimination occurs when different treatment is accorded on the ground of race,
colour, creed, religion or belief, ethnicity, age, nationality, sex, disability, marital or civil
partner status, pregnancy or maternity, gender re-assignment or sexual orientation. It
occurs, for example, if a woman is treated less favourably than a man on the grounds of her
sex or one person is treated less favourably than another on the grounds of race.
Indirect discrimination occurs where a requirement or condition is applied which adversely
affects a particular individual or group which cannot be justified on non-discriminatory
grounds. Examples of indirect discrimination may include:
•
•

rigidly insisting on certain qualifications which may not be essential to the performance
of the job
applying an unjustifiable age barrier

Harassment has been held to constitute discrimination under the Sex Discrimination Act
(1975 and 1986) and the Race Relations Act (1996). It may also lead to claims of
victimisation and constructive dismissal under those Acts.
Disabled persons legislation aims to assist people with disabilities to obtain suitable
employment which makes the best use of their skills (The Disability and Discrimination Act
1995). The legislation also requires employers to keep records of their disabled staff and to
aim to employ a quota of registered disabled persons. The quota is currently 10% of the total
workforce.

7 Monitoring
In order to enable effective monitoring of compliance with this procedure, the Academy will
maintain records showing the gender, marital status, disability status, racial group or ethnic
origin of existing students, employees and job applicants.
The data from these records will be reviewed at senior management level on a periodic
basis.
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