
 

 

 

 
 



 

 

policy and for dealing with any issues of discrimination, related to staff, in the first 
instance.  

 
2.4 The Senior Management Team has responsibility for reviewing the annual report 

produced by the Equality and Diversity Committee and ensuring that progress 
against the Equality Action Plan is being achieved.  

 
2.5 The Board of Governors has responsibility to endorse this policy and to ensure that 

progress is being achieved.  



 

 

- eliminate discrimination, harassment, victimisation and any other conduct that is 
prohibited by or under the Equality Act 2010. 

- 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. 

 
3.3 We have a duty to not unlawfully discriminate against or harass other people 

including current and former employees, students, job and student applicants, 
clients, customers, suppliers and visitors.  The following forms of discrimination are 
prohibited under this policy and are unlawful: 

 
a) Direct discrimination: treating someone less favourably than others (in the same 

or similar circumstances) because of a Protected Characteristic.  
b) Indirect discrimination: a provision, criterion or practice that applies to everyone 

but adversely affects people with a particular Protected Characteristic more than 
others and is not justified.  

c) Harassment: unwarranted, unwelcome or uninvited behaviour related to a 
Protected Characteristic, which has the purpose or effect of violating someone's 
dignity or creating an intimidating, hostile, degrading, humiliating or offensive 
environment for them.





 

 

6.0  ASSESSING IMPACT, MONITORING AND REVIEW 

 
6.1 Our value of Curiosity encompasses pushing boundaries and searching for a better 

way of doing things, ensuring that our people feel confident and comfortable to raise 
their views and ideas.  We need to fully understand and be curious about issues and 
find better ways forward.  We seek to build knowledge capacity inclusively across 
our community, including students and the public, built on trust and integrity; 
increasing opportunities for our people to give feedback and be involved in changes 
that affect them. 

 
6.2 We will use our Values-Based Equality Impact Assessment (EIA) as a practical tool to 

help make inclusive decisions, by highlighting, for example, potential discrimination, 
instances where people with a particular Protected Characteristic are under-
represented, and opportunities to promote equality and good relations.     

6.3 We will monitor the composition of the community, staff and student, regarding 
information about protected characteristics.    

6.4 We will review data regularly; considering progress on equality objectives and use 
this learning to inform future action to better promote and encourage equality, 
diversity and inclusion, and assess how this policy is working in practise. 

6.5 We will keep our policies, procedures and data systems under review, updating them 
where ne
Q
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ANNEX 1 POLICIES, STRATEGIES AND DOCUMENTS 

 
Documents relating to Staff 
 

¶ Academic promotion and Career development Procedure 

¶ Annual Equality report 

¶ Disciplinary Policy & Investigations procedure 

¶ Equality Impact Assessment   

¶ Fixed Term / Temporary contracts 

¶ Flexible working & Hybrid working policies 

¶ Gender Pay Gap report 

¶ Grievance procedure 

¶ Harassment & Dignity at work policy 

¶ HERA Pay, Grading & Promotion process and Pay scales 

¶ Learning & Development Application Process 

¶ Leave in Special Circumstances Policy 

¶ Menopause and Hormone Change Policy 

¶ ‘Never Ok’ Harassment and Bullying online reporting tool 

¶ Organisational Change Policy 

¶ Parental leave policies 

¶ People Strategy 

¶ Performance Development Review 

¶ Policy on support and procedures for transgender, gender diverse and non-binary 
staff and students 

¶ Recruitment Policy 

¶ Staff Development Policy 
 

Documents relating to Students 

 

¶ Access and Participation Plan 

¶ ‘Never Ok’ Harassment and Bullying online reporting tool 

¶ Student Regulations Framework/ Handbook 

¶ Support to Study Procedure 
 

These lists are not exhaustive. 

 

  



 

 

 

ANNEX 2 EQUALITY OBJECTIVES 2022 - 2025 

 
Equality Objective 1: Gender equality   
1.1  Establish an Athena Swan working group to develop and monitor implementation of 

an action plan. Submit for Small and Specialist Institution Award before 2023.  
1.2  Implement Access and Participation Plan activities to reduce male degree attainment 

gap.  
1.3  Implement People Strategy to increase male employment rates.  
1.4  Implement actions from the learning following the implementation of the policy for 

transgender, gender diverse and non-binary staff and students.  
  
Equality Objective 2: Racial Equality  
2.1  Implement Advance HE Race Equality Training, monitoring completion rates and 

ensuring at least 50% of staff and all managers engage.  
2.2  Implement access and participation plan activities to reduce degree attainment gap 

for ethnicity awarding gap.  
2.3  Implement people strategy to attract and recruit more staff from minority ethnic 

backgrounds.  
  
Equality Objective 3: Mental Wellbeing   
3.1  Implement actions for mental health and wellbeing strategy.  
3.2  To achieve the Mental Health Charter Award from Student Minds (2022).  
3.3  Implement access and participation plan activities to enable more students with 

mental ill health to succeed in their studies and ensuring no gap in attainment or 
graduate-level employment compared to other students.  

  
Equality Objective 4: Social Mobility   
4.1  Implement access and participation plan activities to provide quality careers advice, 

enrichment experience and mentoring to people from disadvantaged backgrounds 
or circumstances.  

4.2  Implement people strategy provide employment opportunities, above the living 
wage, to students from disadvantaged backgrounds or circumstances and adopt 
employee recruitment practices which promote a level playing field for people from 
disadvantaged backgrounds or circumstances  
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