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Our Equality and Diversity Policy sets out how the Trust, both as an employer and as a learning organisation, will work towards the elimination of all forms of discrimination.  The Equality and Diversity Policy will be responsive to the changing profile and needs of our learners, and will fully embrace national developments and comply with government legislation.
Introduction

The Equality and Diversity Policy enables the Trust to demonstrate its commitment to equality and diversity in the broadest sense. Our Equality and Diversity Policy sets out how the Trust, both as an employer and as a learning organisation will work towards the elimination of all forms of unlawful discrimination, advance equality of opportunity and foster good relations.  The Equality and Diversity Policy will be responsive to the changing profile and needs of our students, and will fully embrace national developments and comply with government legislation.  
This Policy applies to learners, pupils, employees, whether permanent, temporary, casual, part-time or on fixed-term contracts, to ex-employees, to job applicants and to individuals such as agency tutors, consultants and volunteers who are not our employees, but who work at the Trust (collectively workers). The policy also applies to members of the public and the local community whom we consider to be stakeholders in the organisation. 

Critical Supporting Documents
Equality and Diversity Commitment Statement

Monitoring and Evaluation of Equality and Diversity
Anti Bullying and Harassment Policy

Dignity at Work Policy

All of these documents outline the Trust’s commitment to promoting equality of opportunity and celebrating diversity. They recognise, accommodate and value diversity across the Trust. They are designed to address any inequalities identified within service delivery and eradicate any such inequality. There are numerous links between these policies and this Equality and Diversity Policy Policy as they form the basis of the equality framework enabling us to deliver our commitment to equality and diversity with an emphasis on the elimination of any forms of harassment or unlawful discrimination.

Context 
The Trust Equality and Diversity Policy should be viewed in the context of the Trust mission and Strategic Priorities.

The Trust’s mission is:

‘To be a Centre of Excellence for deaf education and those with communication difficulties’ 

The Trust Strategic Priorities 2019-2025 identifies the Trust’s commitment to ensure equality and respect for all those who train and work in the Trust.

Strategic Priority 3 states:  

‘To be outstanding in all aspects of Equality’.
This is further supported in the College mission:

‘To empower and support individuals to be resilient, independent and skilled to enable them to achieve their future aspirations’ 
Vision:
‘To be recognised as Outstanding in everything we do’

and Core Value:

‘Embrace and Value Diversity’

This will be achieved by positively celebrating Equality and Diversity and actively promoting Equality and Diversity through the curriculum.  

Wherever resources allow, the Trust will go beyond minimal requirements established by prevailing laws and practice and thereby contribute to the setting of standards of excellence practice for others to follow.  All Trust staff will be individually responsible for promoting equality and diversity in relation to their work role and as a member of their respective teams.  
This policy has been developed in the context of current legislation, primarily, The Equality Act (2010).
Definition 

Equality of opportunity means more than embracing differences such as gender, disability, ethnicity, sexuality, age, religion or belief, marriage and civil partnership, maternity and pregnancy and gender reassignment. It means ensuring that different people receive services, consultation and employment opportunities in a fair and equal way. This means recognising, accommodating and valuing diversity across the Trust and the community with which we work.

Equality
Means ensuring that everyone is treated equally i.e. that all students have the same right of access to resources. Consequently to ensure equality of opportunity, individuals / groups may be treated differently.

Diversity 

Is recognising that individuals and groups of people are different and that it is important to value and celebrate difference.

Direct Discrimination 

Is treating someone less favourably than he/she would treat others because of a protected characteristic.
Indirect Discrimination 

Is where an employer/provider has a condition, rule, policy or practice that applies to everyone but particularly disadvantages people who have a protected characteristic.

Associative Discrimination 

Is discrimination directed against someone who associates with another person that possesses a protected characteristic.

Perspective Discrimination 

Is direct discrimination against someone because they are thought (wrongly) to possess a protected characteristic.

Harassment 

Is unwanted conduct related to a protected characteristic that has the purpose or effect of violating an employee’s dignity, or creating an intimidating, hostile, degrading, humiliating or offensive environment for that individual.

Victimisation 

Is where an individual is subjected to a detriment because they make, or are suspected of making, or supporting a complaint or grievance under the Equality Act 2010. 
Third Party Discrimination 

Protects employees who are harassed by clients, contractors of the employer or provider. An employer is liable if the conduct has occurred on at least two previous occasions, is aware it had taken place and had not taken reasonable steps to prevent it occurring.

Principles of the Policy
Doncaster Deaf Trust does not tolerate any prejudicial behaviour by any member of the Trust.  The Trust is committed to ensuring that it does not discriminate either directly or indirectly in the provision of goods, facilities or services to students, staff or customers on grounds of the protected characteristics as outlined in the Equality Act 2010.

The Trust is totally opposed to any form of discrimination and if any member of the Trust community considers that they have been treated unfairly, they may have grounds for a complaint which will be dealt with through the grievance procedure. Any form of discrimination may be treated as a disciplinary offence resulting, if appropriate, in disciplinary action under the Disciplinary Procedure for both staff and students.

The Trust strongly believes that the diversity of our Learners is one of our greatest strengths and our most valuable asset. The Trust is fully committed to equality of opportunity and we believe that all individuals have an equal right to develop and achieve their full potential.
Equality of opportunity and freedom from discrimination are fundamental rights and Doncaster Deaf Trust has a legal and moral duty to exercise leadership in the promotion of equality of opportunity and diversity. We will promote equality and diversity and challenge all forms of discrimination through our role as a local and national Specialist provider and local employer.   Our commitment to equality and diversity is intrinsic to the way we think and is therefore central to everything that we do.
We will follow best practice in all of the equality areas and work towards:

· Eliminating unlawful discrimination

· Eliminating bullying and harassment

· Promoting equality of opportunity

· Promoting good relations between different groups in the community

· Celebrating and taking account of people’s differences
· Promoting, Celebrating and Embedding British Values

Scope 
This policy covers all aspects of Trust and relates to all learner and staff activity including.

· Employment and selection procedures
· Induction

· Recruitment, selection and enrolment of students
· Quality Framework
· Curriculum content and development
· Course delivery and assessment
· Teaching and learning materials and methods
· External contracts
· Self Assessment
· Student Disciplinary

· Staff Appraisal
· Staff Remuneration
· Staff Promotion and Training
· Staff Disciplinary and Grievances

Policy
The aim of this policy is to ensure that all staff, learners and potential members of the Trust are aware of, and comply with, the Equality and Diversity Policy, including all protected characteristics, in accordance with The Equality Act (2010).
In keeping with the Trust’s commitment to equality and diversity for all, and the requirements of the Equality Act 2010, this Trust will ensure that no individual or group is discriminated against, or receives less favourable treatment and thereby provided protection to the following groups

 Protected characteristics include:
· Gender

· Disability

· Ethnicity

· Sexuality

· Age

· Religion or Belief

· Marriage and Civil Partnership

· Maternity and Pregnancy

· Gender Reassignment
The Act requires the Trust to take proactive steps to eliminate unlawful discrimination, harassment and victimisation in relation to the protected characteristics.  It requires the Trust to take positive steps to promote good relations for and between all groups and advance equality of opportunity.
Other legal Responsibilities

The Human Rights Act 1998 makes it unlawful for public authorities to act in a way that is incompatible with a Convention Right. There are 14 Articles in the HRA covering Convention Rights. Article 14 - Prohibition of the Convention Rights - states that a person has the right not to be treated differently because of their race, religion, sex, political views or any other personal status, unless this can be objectively justified. Everyone must have equal access to convention rights, whatever their status. The principal effect of the HRA is to enable people to enforce their human rights in the domestic courts. This should mean that people across society are treated with respect for their human rights, promoting values such as dignity, fairness, equality and respect. The Doncaster Deaf Trust Single Equality Policy embraces these values and ensures that every member of staff and students` human rights are protected and promoted.   Further details on The Human Rights Act 1998 can be found at

http://www.legislation.gov.uk/
Doncaster Deaf Trust has a legal duty to ensure compliance through the following legislation and regulations:

· Equality Act 2010

· Human Rights Act 1998

· Protection from Harassment Act 1997

· EU Framework for Equal Treatment in Employment Directive 2000

· Work and Families Act 2006
Responsibility 
Under legislation and this Policy all members of staff and service users have a responsibility to listen to what others say and respect different points of view. All staff must also report all incidents of bullying, harassment and discrimination.
All members of staff are responsible for demonstrating that the equality of opportunity is promoted. They should ensure an ongoing dialogue about equality of opportunity issues and priorities take place with learners, staff and other service users.

Every employee is required to assist the Trust to meet its commitment to provide equal opportunities in employment and avoid unlawful discrimination.

Under this policy every member of staff and every Learner has a responsibility to:

· Embrace British Values of:

· democracy.

· the rule of law.

· individual liberty.

· mutual respect for and tolerance of those with different faiths and beliefs and for those without faith.

· Listen to what others say and respect this point of view
· Speak out, or report it, if they witness or are aware of bullying, harassment, verbal or physical aggression

· Question their own prejudices and assumptions

· Familiarise themselves with the responsibilities that equalities legislation places on them and ensure that they are sensitive to the issues of cultural diversity

Employees can be held personally liable as well as, or instead of, the Trust for any act of unlawful discrimination. Employees who commit serious acts of harassment may be guilty of a criminal offence.

Acts of discrimination, harassment, bullying or victimisation against employees, Learners or service users are disciplinary offences and will be dealt with under the Trust disciplinary procedure.  Discrimination, harassment, bullying or victimisation may constitute gross misconduct and could lead to dismissal without notice.

The overall responsibility for the development of a culture and policies to actively promote equality and diversity tackling discrimination and narrow the achievement gap is vested in the Governing Body. The members of the Governing Body are responsible for agreeing the policy content and monitoring, at least once a year, its implementation.
The Executive Principal and the Senior Management Team are responsible for the strategic ownership and delivery of this Policy and associated schemes.

The Principal and Deputy Principal have responsibility for the day-to-day operation of this Policy and associated schemes. They are also responsible for ensuring that all staff are aware of their legal responsibilities under equal opportunity legislation, reviewing and monitoring the operation of this Policy and associated schemes.

The college management team are responsible for ensuring that their staff understand equal opportunities and that they report all incidents of harassment and discrimination.  They are also responsible for ensuring that all staff have equality of access and resources.

The overall responsibility for the monitoring of the effectiveness of this policy and for the implementation of action to make the policy fully operational is vested in the principal.
The Human Resources director is responsible for monitoring the effectiveness of this policy in relation to recruitment, selection and employment. The Principal and Deputy principal are responsible for  CPD ensuring that staff are familiar with their roles and responsibilities around equality and diversity.

The Equality and Diversity Committee has the responsibility to approve and monitor the Equality and Diversity Policy and monitor Action plans in relation to Equality and Diversity.   
Monitoring and Review

This Equality and Diversity Policy will be published and made available on our staff intranet. We will also provide paper copies and other alternate formats upon request.
We will report annually on the progress we have made towards promoting equality in accordance with the protected characteristics. To help us do this effectively, we will ask all Learners, staff and service users to ensure that we are making progress.

The Equality and Diversity Committee will meet every term to review the Trust’s progress on promoting equality and Diversity.  Progress will also be monitored and managed across the organisation.  

This Equality and Diversity Policy will be subject to on-going review.

The trust will implement the Equality and Diversity Policy through its action plan and monitor its effectiveness against the strategic priorities.

Yearly reports will be provided by the Principal to the Senior Management Team and Governors.
The Trust will collect equality and diversity data at all stages of a student’s and employee’s Trust career and where appropriate establish targets for improvement.

Students – Data relating to: 

· Applications

· Take-up of guidance and additional support service

· Retention

· Suspensions and exclusions

· Admissions

· Achievement/success

· Complaints
· Destinations
Staff – Data relating to:
· Job applications

· Appointments

· Type of employment (grade)

· Take-up of staff development and training opportunities

· Use of disciplinary and grievance procedures

· Staff promotion

· Staff absences
Equal Opportunities and Diversity Impact Assessment and Monitoring

The purpose of an Equality Impact Assessment (EIA) is to improve the work of the Trust by making sure it does not discriminate and that, where possible, it promotes equality. It is a way to make sure individuals and teams think carefully about the likely impact of their work on equality target groups and take action to improve policies, services, strategies, procedures and functions, it involves anticipating the consequences of policies and projects on the target groups and making sure that, as far as possible, any negative consequences are eliminated or minimised and opportunities for promoting equality are maximised.

Where does an EIA come from?

Equality Impact Assessments originate from the Race Relations (Amendment) Act 2000 and the Disability Discrimination Act 2005, which place obligations on local authorities and public sector organisations to carry out impact assessments. The Trust's process is therefore aimed at assessing the impact of policies, strategies, functions or projects across the equality groups.

What is meant by "Impact"?

The Trust will look at two possible impacts in its assessment:

· A negative or adverse impact

This is an impact that could disadvantage one or more equality groups. This disadvantage may be differential, where the negative impact on one particular group of individuals or one equality group is likely to be greater than on another. The Equality Impact Assessment provides an opportunity to assess this.  For example: an event that was held in a building with no hearing enhancement system would have a negative or adverse impact on some attendees with a hearing impairment.

· A positive impact

An impact that could have a positive impact on one or more equality target groups, or improve equal opportunities and/or relationships between groups.  This positive impact may be differential, where the positive impact on one particular group of individuals or one equality group is likely to be greater than on another. For example: A targeted training programme for black and minority ethnic women would have a positive differential impact on black and minority ethnic women compared with its impact on white women and all men. It would not, however, necessarily have an adverse impact on white women or men.

When should an Equality Impact Assessment be carried out?

· An equality impact assessment should be carried out when:
· Developing a new policy, service, strategy, procedure or function 
· Reviewing existing policies, procedures, or functions

· A policy, procedure, function or strategy has been identified as requiring an EIA by partnership working, directorates, Executive, or elected members

All managers are responsible for incorporating equalities into their policies, procedures, functions or strategies, and for assessing the equalities impacts. This should be a continuous cycle, starting at the very beginning of the process. If there is any doubt as to whether a policy, strategy or function requires initial screening, managers should contact a member of the Equalities Group.

The Equality Impact Assessment consists of two parts:

· The initial screening process

· The more thorough full assessment if the initial screening has identified an adverse / negative impact

Initial Screening

This part of the Equality Impact Assessment form should be completed during the development or review stage before approval for the policy, service, strategy, procedure or function. Once initial screening has been completed, a full assessment is only required if:

· Any equality group was identified as being disadvantaged or negatively impacted by the policy / strategy / project

· The impact was assessed as of high significance

· The impact was not intentional and/or illegal, i.e. discriminatory under anti- discrimination legislation

Completing an EIA is similar to a risk assessment as it involves predicting and assessing the implications of a policy, service, strategy, procedure or function on a wide range of people with different needs. Furthermore, this should not be carried out in isolation, but with the support and advice of others. Effective consultation with stakeholders is a key ingredient in conducting Equality Impact Assessments. At the preliminary screening stage, it should become obvious whether there is a negative or positive impact or gaps in knowledge about likely impacts. It should be a relatively short process which makes use of previous consultation results, personal knowledge and experience, research and reports, internet searches, internal and external specialist advice, staff with previous experience of similar strategies or projects etc. If there is a lack of data or information concerning a particular area, this should not be a reason to stop the process. If the likely impact on a particular group is unknown, then action needs to be taken to acquire this information.

Full Impact Assessment

This part provides an opportunity to assess the evidence for a possible negative impact. It ensures that research and consultation with the equality target groups has been carried out and leads to an improvement plan aiming to minimise the negative impact and, where possible, maximise the positive impact.  Consultation involves engaging with representatives from equality groups who are likely to be affected by the policy, strategy or project. This could include engaging with staff and learners, trade unions, other organisations, public bodies or voluntary and community groups. It is important to ensure sufficient time and resources are dedicated to the consultation process to encourage full participation, particularly by those we have traditionally failed to reach.  It will demonstrate that the Trust is committed to promoting equality, monitoring, assessing and consulting on the effects of its policy, service, strategy, procedure or function.
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Equality and Diversity Policy

At Little Learners Day Nursery we recognise our responsibilities under the Race Relations Act, The Sex Discriminations Act and the Disability Discrimination Act to eliminate discrimination and to promote good relations between children, staff, parents and the local community. The promotion of equality and diversity is the responsibility of the whole Nursery and must be reflected throughout the organisation of the Nursery and the Club and is addressed in the curriculum and in areas beyond the curriculum.

Our setting recognises that many different types of family successfully love and care for children.

The setting Equal and Diversity Coordinator is: - 

Miss Rachel Morgan
Aims

· We are committed to providing equality of opportunity both in the care of the children and in the recruitment of staff (please refer to Staff Recruitment and Selection Policy for further information). 

· We aim to take positive action to eliminate discrimination in all areas of our work.  We work in accordance with statutory requirements to ensure equal treatment regardless of ethnicity, culture or religion, home language, family background, learning difficulties or disabilities, gender or ability.  It is important to value and celebrate difference.

At Little Learners Day Nursery we do not believe that the term Equal Opportunities means treating everyone the same. We believe that it means to recognise that every person is individual and unique and to give each person an equal opportunity to fulfil their own potential through understanding and nurture.

At Little Learners we will:

· Respect and recognise the individuality and potential of everyone.

· Ensure that all activities and play equipment offer children opportunities to develop in an environment free from prejudice and discrimination.  

· Provide a wide range of multi-cultural activities and resources.

· Give opportunities for children to explore, acknowledge and value similarities and differences between themselves and others.

· Create an inclusive environment which will provide for children with special educational needs.

· Arrange any meetings with outside agencies and our inclusion officer for parents /carers to discuss any concerns they may have.

· Follow the guidelines and have regard to the ’code of practice’ on the identification and assessment of children with special educational needs.

· Not allow any form of discrimination by action or comment, whether from staff, child or parent and will strive to remove any forms of indirect discrimination that may form barriers to learning.

· Challenge any discriminatory or excluding behaviour.

· The nursery is opposed to any form of discrimination.  If any staff member feels they have been unfairly treated, they may have grounds for a compliant which will be dealt with through the grievance procedure.

· Promote an environment in which children learn that everyone is different and special, a place where, in today’s multicultural society children will be encouraged to explore and learn about different races and cultures.

· Promote positive social attitudes and respect for all and avoid stereotypical ideas, through positive educational experiences and support for each individual’s point of view.

· Respect individuals and families requirements and acknowledge that parents have the best knowledge and understanding of their child’s needs.

· Promote principles of fairness and justice for all throughout our setting.

· Show respectful awareness of the major events in the lives of the children and families in our setting and in our society as a whole, welcoming the diversity of backgrounds from which they come.

· Ensure that diversity is reflected within the nursery in all areas for example displays, positive images, activities, equipment and books.

· Ensure that the nursery’s Inclusion Officer Miss Natalie Marsh, and all members of staff attend regular training sessions to update their knowledge of equality and diversity opportunities and inclusion.

· Promote an inclusive environment with specialist toys and equipment to develop children’s needs and abilities

· If it is felt that a child’s needs cannot be met in nursery without additional personnel and/or equipment, funding will be sort to ensure that provisions/resources are appropriate to the child’s needs.

Monitoring and Review

· The Equality and diversity committee members across the Trust will meet every term to review progress and up to date information.  The nursery will collect equality and diversity data at the initial stages of entry to the organisation.

Children – Through information given in registration applications.

Staff – through information given in job applications

Objectives
· To establish feelings of respect and trust with all staff, children and their parents or carers.

· To treat each person as an individual and provide equality of opportunity within the nursery.

· To encourage self-confidence and a positive approach to learning in all children.

· For staff to be good role models, co-operative and respectful to everyone who comes into the setting.

· To ensure that no person is discriminated against.

· If any person is found to be discriminating against any child or member of staff action will be taken (see Complaints/ Whistle Blowing Policies)
Languages

· Basic information will be communicated in as many languages as are necessary and possible.

· Bilingual/multilingual children and adults are an asset to the whole group.

· Children and parents who have English as a second or additional language will be valued and their languages recognised and respected.

· If appropriate/available an interpreter/translator will be provided to facilitate the admission to the nursery of a child from a family with English as a second language including British Sign Language.

Monitoring and review

We will monitor the effectiveness of our Equality and Diversity Policy.

We will do this by: -

· Monitoring the progress of children from minority groups.

· Monitoring the staff appointment process.

· Taking into serious consideration any complaints regarding equal opportunity issues from parents, staff or children.

· Monitoring and updating staff training.
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