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EQUAL OPPORTUNITIES AND DIVERSITY POLICY  
  

INTRODUCTION 

 

Pure College encourages a working environment in which diversity is recognised, 

valued and supported; appreciating the multi-cultural and diverse nature of the UK 

workforce and society in general. We are committed to principles of fairness and 

mutual respect in which the concept of individual responsibility is accepted by all.  This 

includes students, staff, clients, visitors and volunteers. 

 

The Board of Governors are fully committed to delivering equality of opportunity to all 

students, staff, clients, visitors and volunteers, eliminating all forms of unfair, unjust 

and unlawful discrimination as well as all forms of harassment and bullying. 

 

The College has developed policies and procedures that apply to all students, staff, 

clients, visitors and volunteers and actively promotes equality, diversion and inclusion 

throughout the College. 

 

As with all policies, procedures and plans, this Policy will be monitored for its 

achievements and adverse impact and outcomes. Where necessary, remedial action 

will be identified and delivered to address any concerns identified. This Policy 

document sets out the College’s commitment to the current and future legislation 

 

Pure College is committed to applying this policy across the business including:  

  

• Recruitment and selection, including promotion   

• Employee engagement  

• Employee training and development  

• Employee benefits and rewards  

• All policies and procedures including Dignity at Work, Disciplinary and 

Resolution (formally known as Grievance).   

  

The Head of College will have overall responsibility for the policy and its effective 

implementation.  However, the company recognises that equality of opportunity is best 

achieved by day to day commitment from everyone throughout the organisation. We 

will achieve this through communication of the policy, support and training to 

implement the policy and will seek to inform and consult with students and the 

workforce on equality issues as appropriate.  

 

 

LEGAL FRAMEWORK – THE EQUALITY ACT 2010 

 

Underpinning the Equality, Diversity and Inclusion Policy is The Equality Act 2010 

which came into force on 1 October 2010 and the public sector Equality Duty from 5 

April 2011. The Equality Act consolidated and brought together previous anti-

discrimination law into one piece of legislation. The Act establishes nine ‘protected 
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characteristics’, on the grounds of which it is unlawful to discriminate 

against a person. These are:  

 

 Age (all ages and age groups)  

 Disability (physical and mental impairments)  

 Gender reassignment (people who are proposing to undergo, are undergoing 

or have undergone gender reassignment)  

 Marriage and civil partnership  

 Pregnancy and maternity  

 Race (including ethnic or national origin, colour and nationality)  

 Religion or belief (including an organised religion or a lack or religion, a religious 

or philosophical belief or a lack of belief)  

 Gender (women and men)  

 Sexual orientation (gay, lesbian, bisexual and heterosexual orientation) or the 

perceived sexual orientation or the sexual orientation or perceived sexual 

orientation of a family member, friend or associate for example 

 Ethical veganism 

 

Pure College will ensure that no student applying for a placement, or job applicant or 

employee will receive less favourable treatment on the grounds of their protected 

characteristics set out above. 

 

As a public body, the College has additional duties to promote equality . The Equality 

Duty requires Pure College to have ‘due regard’ to the need to:  

 

a) Eliminate unlawful discrimination, harassment and victimisation on the grounds 

of a protected characteristic;  

 

b) Advance equality of opportunity between people who share a protected 

characteristic and those who do not; and  

 

c) Foster good relations between people who share a protected characteristic and 

people who do not.  

 

This requires the College to consciously consider and embed the three duties into its 

activities. 

 

Eliminate Unlawful Discrimination  

 

Direct Discrimination occurs when an individual is treated less favourably than another 

person because of a protected characteristic, for example, refusing to employ an 

individual because of their race or sexual orientation. 

 

The law also protects people from being discriminated against:  

 

 by someone who wrongly perceives them to have one of the protected 

characteristics: Direct discrimination can occur when a staff member is treated 

less favourably because an individual mistakenly think that they have a 
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protected characteristic (other than marriage and civil 

partnership and pregnancy and maternity).  

 because they are associated with someone who has a protected characteristic:  
Direct discrimination might occur when a member of staff, student or visitor is 
treated less favourably because of their association with another person who 
has a protected characteristic (other than marriage and civil partnership and 
pregnancy and maternity). For example this might occur when a student or 
client is treated less favourably because their sibling, parent, carer or friend 
has a protected characteristic, such as disability. This would therefore include 
the parent of a disabled child or adult or someone else who is caring for a 
disabled person.  

 because of pregnancy and maternity: It is discrimination to treat a woman 
unfavourably (including a female student or client of any age) because of a 
pregnancy of hers, at any point during her pregnancy or within 26 weeks of her 
having given birth. This includes unfavourable treatment because of 
breastfeeding during this period.  

 

 It may not be direct discrimination against a male student to offer a female 

student more favourable treatment as a result of her pregnancy.  

 

Indirect Discrimination  

 Indirect discrimination is also covered by the Equality Act. Indirect 
discrimination would occur if the College were to apply a provision, criteria or 
practice to all staff or students which had the effect of putting a person with a 
protected characteristic at a disadvantage. For example, if the College were to 
refuse all requests for flexible working, this may have the effect of putting 
women at a disadvantage because women often take on greater care 
responsibilities. A provision, criteria or practice will not be unlawful where it is a 
proportionate means of achieving a legitimate aim.  
 

Victimisation  

 Victimisation occurs when an individual is treated detrimentally because they 
have made a complaint or intend to make a complaint about discrimination or 
harassment or have given evidence or intend to give evidence relating to a 
complaint about discrimination or harassment. 

 

Management and staff must not penalise any individuals who make a complaint of 

discrimination. This applies to all staff and students, including those who are the 

subject of a complaint, mentioned as a witness, asked to give relevant evidence, or 

are supportive of the alleged discrimination.  

 

Harassment  

 Harassment occurs where a person engages in unwanted conduct which has 
the purpose or effect of violating another person’s dignity or creating an 
intimidating, hostile, degrading, humiliating or offensive environment for that 
person. This includes conduct of a sexual nature. Examples of harassment 
include name-calling and making innuendos. Treating a person less favourably 
because they have either rejected or submitted to harassment related to sex or 
gender reassignment will also be harassment.  
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Staff must not engage in any conduct which could potentially offend 

another member of staff or a student or make that person feel 

intimidated, humiliated or degraded.  

 

Advance Equality of Opportunity  

 Having due regard of the need to advance equality of opportunity means 
actively considering how the College can:  

 Remove or minimise disadvantages faced by staff and students due to a 
protected characteristic; 

 Take steps to meet the needs of staff and students with each protected 
characteristic including where those needs are different from the needs of staff 
and students who do not share the relevant protected characteristic; and  

 Encourage people with each protected characteristic to participate in the public 
life of the College and in other activities where their participation is low.  

 

Foster Good Relations  

 Having due regard of the need to foster good relations means identifying 
opportunities in our activities to tackle prejudice and promote understanding 
between people who share a protected characteristic and those who do not.  

 

The Equality Duty can mean treating some people differently to others in order to meet 

their needs or address under-representation, provided this does not amount to 

discrimination against others. The Equality Duty also explicitly recognises that 

disabled people’s needs may be different from others, and that public bodies have a 

duty to consider and take reasonable action to accommodate the needs of disabled 

people, even if this means treating disabled people differently or more favourably. 

 

  

 

STAFF AND STUDENT RESPONSIBILITIES 

 

It is the responsibility of all students and employees to ensure they observe and adhere 

to this policy at all times. Any breach is viewed seriously and will lead to investigation 

and potentially disciplinary action; which may include dismissal from employment or 

study programme.   

  

Each employee and student is a stakeholder in the success of this policy. We expect 

every employee to make a positive contribution towards creating an environment of 

equal opportunity throughout the organisation by observing this policy at all times. In 

particular, employees have individual responsibility to adopt the following:  

  

 Refrain from pursuing discriminatory actions or taking decisions which are 

contrary to the spirit of this policy;  

 

 Do not harass, abuse, victimise or intimidate anyone on account of their 

protected characteristics;  

 

 Do not place pressure on any other employee or student to act in a 

discriminatory manner;  
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 Resist pressure to discriminate placed on you by other 

employees or third parties and report such matters;  

 

 Co-operate with any investigations including the provision of evidence into acts 

or conduct which may amount to discrimination;  

 

 Co-operate with any measures introduced to develop or monitor equal 

opportunity.  

 

Discrimination is not just directly treating one person less favourably than another. It 

can be discrimination that takes place against someone who associates with a person 

with a protected characteristic. It can be discrimination against someone believed to 

possess a protected characteristic, (even though they don’t). It can also be 

discrimination where something particularly disadvantages people who share a 

protected characteristic more than others.   

  

It is fundamental to your study programme and your employment that you treat and 

are treated by others and those who use, or are otherwise associated with the 

organisation, considerately and with respect.   

  

DIGNITY AT WORK 

 

Pure Colleges’ Dignity at Work procedure is available to any employee who believes 

that they have been discriminated against and we advise that such individuals pursue 

the matter through this channel.  

  

In situations where you do not feel that the Dignity at Work procedure is the most 

appropriate channel to raise your concerns, you may alternately consider using 

confidential reporting or making a qualified disclosure in accordance with the terms of 

public interest disclosure legislation, (see Pure College Whistleblowing Policy).  

  

Pure College recognises that discrimination, victimisation and harassment in the 

workplace in any form is unacceptable and in most cases is unlawful. We have adopted 

this policy to ensure that all job applicants and employees along with those who use 

our services are treated fairly, without favour or prejudice and are not subject to either 

direct or indirect discrimination.   

  

RECRUITMENT  

 

Pure College will use open recruitment methods such as the use of Job Centres, Pure’s 

website, on-line and press adverts. We will inform members of the community through 

our job adverts that we offer equality of opportunity. We will display the Disability 

Confident Employer logo on our literature to openly welcome applications from 

members of the community who regard themselves as having a disability.   

  

The selection methods used for recruitment will be related to the requirements of the 

job and we will not seek irrelevant qualifications or irrelevant job requirements. 
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Applicants for employment will be short-listed/selected solely on the 

basis of their assessed capability to carry out the job.   

  

DISCLOSURE AND BARRING SERVICE CHECKS 

  

As an organisation using the Disclosure and Barring Service (DBS) to assess 

applicants’ suitability for positions of trust, Pure College complies fully with the DBS 

Code of Practice and undertakes to treat all applicants for positions fairly.  It 

undertakes not to discriminate unfairly against any subject of a Disclosure on the basis 

of a conviction or other information revealed.  

  

We are committed to the fair treatment of our staff, potential staff or users of our 

services, regardless of race, gender, religion, sexual orientation, responsibilities for 

dependants, age, physical/mental disability or offending background.  

  

We have a written policy on the recruitment of ex-offenders, which can be made 

available on request.  

  

We actively promote equality of opportunity for all with the right mix of talent, skills and 

potential and welcome applications from a wide range of candidates, including those 

with criminal records.  We select all candidates for interview based on their skills, 

qualifications and experience.  

  

[JLD1]Where a Disclosure is to form part of the recruitment process, we encourage all 

applicants called for interview to provide details of their criminal record at an early 

stage in the application process.  We request that this information is sent under 

separate, confidential cover, to the HR team within Pure College and we guarantee 

that this information will only be seen by those who need to see it as part of the 

recruitment process[JLD2].  

  

Unless the nature of the position allows Pure College to ask questions about your 

entire criminal record, we only ask about ‘unspent’ convictions as defined in the 

Rehabilitation of Offenders Act 1974.  

  

We ensure that all those in Pure College who are involved in the recruitment process 

have been suitably trained to identify and assess the relevance and circumstances of 

offences.  We also ensure that they have received appropriate guidance and training 

in the relevant legislation relating to the employment of ex-offenders, e.g. the 

Rehabilitation of Offenders Act 1974.  

  

At interview, or in a separate discussion, we ensure that an open and measured 
discussion takes place on the subject of any offences or other matter that might be 
relevant to the position.  Failure to completely reveal  information that is directly 
relevant to the position sought could lead to withdrawal of an offer of employment if it 
becomes known to us via the DBS checking process or by any other means.  
  

We make every subject of a DBS Disclosure aware of the existence of the DBS Code 

of Practice and make a copy available on request.  
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We undertake to discuss any matter revealed in a Disclosure with the 

person seeking the position before withdrawing a conditional offer of 

employment.  

  

Having a criminal record will not necessarily bar you from working with us.  This will 

depend on the nature of the position and the circumstances and background of your 

offences.  

   

 

TRAINING 

  

The Human Resources Department will provide written instructions in the form of 

policies and/or procedures to managers on safer recruitment and selection, including 

appraisal, training and development, discipline and dismissal.  Briefings will be given 

at OMG to managers in their implementation that will cover and address equal 

opportunities matters and issues. All staff are required to undertake Equal 

Opportunities training and EO refresher training at regular intervals.  

  

MONITORING 

  

The Human Resources Department will carry out regular monitoring of equal 

opportunities in recruitment and selection and training and development of employees. 

If monitoring reveals under-representation of particular ethnic groups, disability or 

gender groups, action will be taken to review and ensure that this policy is being used 

effectively and changes to the policy and related procedures made if necessary.   

  

Other action such as taking professional advice from The Equality and Human Rights 

Commission, ACAS and the company’s legal advisors as to the implementation of this 

policy, may also be appropriate, particularly in relation to taking positive action to 

address under-representation.   

  

 

The policy is maintained in accordance with current legal requirements and will be 

reviewed and updated every two years or sooner in the event of any changes in 

legislation.   

  

 

 

Date of next Review – January 2024  

  


