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Summary of Changes from Previous Version 

 
  

Version Date Author Summary of Updates  

V3 06/06/2019 B Nixon Review date revised (should have refer to 3-year review not annual 
review) 
Table of Contents inserted 

V3 07/07/2020 L Burton No revisions required  – review dates changed  

V4 Sept 2023 HR No revisions made 

V5 Jul 2026 H Young Added sexual orientation to list of protected characteristics. 

Added Duty to Prevent Sexual Harassment sub section in section 7 

Updated definition of Indirect discrimination 

Updated list of related policies in section 4 
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1. Purpose 
 

Exceed Learning Partnership Trust is committed to promoting equality and diversity and promoting a culture 

that actively values difference and recognises that people from different backgrounds and experiences can bring 

valuable insights to the workplace and enhance the way we work. The Trust aims to be an inclusive organisation, 

where diversity is valued, respected and built-upon, with the ability to recruit and retain a diverse workforce 

that reflects the communities it serves. 

 

2. Scope 
 

This policy relates to all employees, agency workers, trainees, governors, members of the trust board and those 

in voluntary positions within the Trust and its Academies 

This policy does not relate to the provision of services, for which the Trust and Academies have separate policies. 

3. Compliance with relevant equality legislation 
 

The Trust is committed to compliance with relevant equality legislation, the Equality Act 2010, Codes of Practice 

and relevant best practice guidance. See section 9.  

To demonstrate its commitment to equality and diversity, the Trust will ensure that those employees with line 

management responsibilities receive training on equality in employment from a competent person.  

Public Sector Equality Duty (PSED) 2012 places responsibilities on all public authorities including Academies. 

Section 149 of the PSED sets out that:  

A public authority must, in the exercise of its functions, have due regard to the need to:  

• Eliminate discrimination, harassment, victimisation and any other conduct that is prohibited by or under 
this Act  

• Advance equality of opportunity between persons who share a relevant protected characteristic and 
persons who do not share it  

• Foster good relations between persons who share a relevant protected characteristic and persons who 
do not share it  

 

This means that Exceed Learning Partnership Trust will take action to eliminate prohibited behaviours, advance 

equality of opportunity and foster good relations as set out above.  

The key means of doing this will be through the development and delivery of the local Academy Equalities 

Action plans. 
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4. Relationship with other employment policies 
 

This policy operates in conjunction with all other policies and procedures, for example:  
 

• Dignity at Work Policy 
• Family Leave Policy 
• Flexible Working Policy 
• Managing Attendance at Work Policy and Procedure 
• Mobility Policy 
• Public Sector Equality Duty (PSED) Statement 
• Staff Capability Policy 
• Staff Disciplinary Policy 
• Staff Health and Wellbeing Policy 
• Staff Pay Policy 
• Staff Stress Management 
• Supporting staff through the menopause policy 

 
Equality impact assessments will be conducted annually on the above policies including the monitoring pay 
progression. 

 

5. Definition of Equality and Diversity 
 

Equality can be described as providing equal access to outcomes, breaking down barriers, eliminating 

discrimination and requiring equal opportunity and access for all groups both in employment and to goods and 

services; the basis for which is supported and protected by legislation.  

 

Diversity can be described as celebrating differences and valuing everyone. Each person is an individual with 

visible and non-visible differences and by respecting this everyone can feel valued for their contributions which 

is beneficial not only for the individual but for Exceed Learning Partnership Trust.  

 

Equality and Diversity are not inter-changeable but interdependent. There can be no equality of opportunity if 

differences are not valued and celebrated. 

 

6. Policy Statement 
 

Exceed Learning Partnership Trust is committed to creating an inclusive working environment to maximise the 

potential of all staff, providing equal opportunities in all aspects of employment and avoiding unlawful 

discrimination at work. Exceed Learning Partnership Trust will not accept discrimination, harassment, bullying or 

victimisation of employees or third parties including, such behavior by those who undertake work on the Trust’s 

behalf. The Trust is committed to ensuring that existing members of staff, job applicants, workers and volunteers 

are treated fairly in an environment which is free from any form of discrimination with regard to the protected 

characteristics as outlined by the Equality Act 2010 which are:  

• Age  
• Disability  
• Gender reassignment  
• Marriage and Civil partnership  
• Pregnancy and Maternity  
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• Race (includes colour, nationality and ethnic origins)  
• Religion and belief  
• Sex  
• Sexual orientation 

 

 

7. What is unlawful discrimination 
 

The Equality Act 2010 defines the different types of discrimination that are unlawful:  

Direct discrimination: when someone is treated less favorably than another person because of a protected 

characteristic. Direct Discrimination is not justifiable.  

Indirect discrimination: occurs when a provision, criterion or practice (PCP) is applied equally to everyone but 

puts, or would put, people who share a protected characteristic at a particular disadvantage compared with 

people who do not share that characteristic. It is unlawful unless the PCP can be objectively justified as a 

proportionate means of achieving a legitimate aim. 

Indirect discrimination can also occur where an individual who does not personally have the protected 

characteristic experiences the same particular disadvantage as people who do share that characteristic as a result 

of the PCP. 

Associative discrimination: where an individual is directly discriminated against or harassed for association with 

another individual who has a protected characteristic.  

Perceptive discrimination: where an individual is directly discriminated against or harassed based on a perception 

by others that they have a particular protected characteristic even if they don’t.  

Discrimination arising from disability: where an individual has been treated unfavorably because of something 

connected with their disability (so does not have to be the disability itself).  

Harassment: unwanted conduct related to one of the protected characteristics that has the purpose or effect of 

violating a person’s dignity or creating an intimidating, hostile, degrading, humiliating or offensive environment 

for that individual. It does not matter whether or not this effect was intended by the person responsible for the 

conduct.  

Victimisation: when an employee is treated badly and subjected to detriment because they made or supported 

a complaint or raised a grievance under the Equality Act 2010, or because they are suspected of doing so. An 

employee is not protected from victimisation if they have maliciously made or supported an untrue complaint.  

Reasonable Adjustments: The Equality Act also makes it unlawful to fail to make reasonable adjustments, as a 

result of a disability, to overcome barriers in employment or to using services.  

Occupational Requirement: in limiting circumstances, employers can directly discriminate against an individual 

for a reason related to any of the protected characteristics where there is a genuine occupational requirement. 

For example, the requirement for the job holder to be a man or a woman, to belong to a specified racial or religious 

group where the possession of a specified characteristic is a key element of the job in question. 

Duty to Prevent Sexual Harassment 

In accordance with Section 40A of the Equality Act 2010 (as amended by the Worker Protection Act), the Trust 

takes a proactive approach to preventing sexual harassment in the workplace.  The Trust will take reasonable 

steps to prevent the sexual harassment of employees, workers and volunteers in the course of their employment. 
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To fulfil this duty, the Trust will: 

• Conduct regular risk assessments to identify potential risks of sexual harassment within school 
environments and work-related events. 

• Maintain clear, accessible reporting channels for raising concerns safely. 
• Provide appropriate training for managers and staff on preventing, identifying and addressing sexual 

harassment. 
• Take reasonable preventative measures to protect staff from third-party harassment (including 

conduct from parents, visitors, suppliers and contractors). 

8. Monitoring, Review and Action 
 

Exceed Learning Partnership Trust and its Academies have a responsibility to monitor and review the operation 

of policies, procedures and practice to ensure that this is in keeping with the Trust’s commitment to equalities 

and diversity. Where improvements are identified, relevant actions will form part of the Trust’s and the individual 

Academy’s Equalities and Diversity action plan.            

Each Academy and the Trust’s Central Team, will develop an equalities action plan and monitor their progress 

against the plan. This action plan will be available from the Business Managers for the Central Team/Academies.  

The Trust will delegate responsibility for monitoring the progress made by each Academy with respect to their 

progress with their Equalities and Diversity action plan and they will report to the Trust. 

 

9. Breaches of the Equality and Diversity Policy 
 

Breaches of this policy will be regarded as misconduct and could lead to disciplinary proceedings.  

Employees: 

Where an individual believes that they have been unlawfully discriminated against in relation to the protected 

characteristics, they may raise the matter with their line manager, contact a union representative and/or use 

the Grievance Procedure to raise an issue and seek a resolution.  

In accordance with the Grievance Procedure, where possible the matter will be resolved informally. If this is not 

possible, the matter may be considered formally under the Grievance Procedure.  

Where an investigation into the matter raises issues of concern that are potentially a matter of misconduct, 

such matters will be pursued separately through the Disciplinary Procedure.  

On conclusion of the case and where there are “lessons to be learned” with respect to equalities good practice, 

such matters will be addressed through the Equalities and Diversity Action Plans.  

Third Parties: Volunteers, Academy Councilors, Consultants  

In cases where the matter concerns those who are not employees, and who are undertaking voluntary work or 

consultancy work with the Academy, concerns with regard to equality and diversity should be raised in the first 

instance as follows:  

• Volunteers should raise their concern with the Principal  

• Academy Councilors should initially raise their concern with the Executive Principal 

• Consultants should raise their concern with the Executive Principal 
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