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Equality and Diversity Statement 
 
1.1 The Equality Act 2010 has been in force since 1st October 2010.  It replaced previous anti-

discriminatory laws making the law easier to understand and strengthening protection in 
some situations.  It sets out the different ways in which it’s unlawful to treat someone. 

 
1.2  Before the Act came into force there were several pieces of legislation to cover discrimination 

such as: 
 

 Sex Discrimination Act 1975 (Extended 1999) 

 Race Relations Act 1976 (as amended in 2000) 

 Disability Discrimination Act 1995 (as amended in 2005) 
 

For any complaints prior to 1st October 2010, previous legislation would apply, for any complaints 
since 1st October 2010, the Equality Act 2010 applies. 
 

1.3 On Equality and Diversity, the government say:  
“We incorporate equality into our core objectives, making every effort to eliminate  
discrimination, promote equal opportunities and foster good working relationships between 
different people”.   www.GOV.UK  
 
The Ryes College and Community is a welcoming environment where everyone is valued 
highly and where tolerance, honesty, co-operation and mutual respect for others are fostered. 
We are committed to the development of the whole person within a supportive, secure and 
creative environment. A broad balanced and appropriate curriculum provides equal 
opportunity for all pupils to maximize their potential regardless of their personal 
circumstances. We endeavour to promote positive relationships with parents, placing 
authorities and members of the wider community. 

 
1.4 At the Ryes College and Community we aim to promote equality, tackle any form of 

discrimination and actively promote harmonious relations in all areas of the organisation 
 
1.5 Diversity is difference. The Ryes College and Community is committed to valuing and 

celebrating diversity.  Our policy stipulates that all those who live, work and are educated 
within the organisation have a right to be treated fairly, and to be free from discrimination, 
harassment or victimisation. 

 

2 What The Ryes says about Equality. 
 

The Ryes College and Community is committed to promoting equality in our school and 
workplace and to work proactively to counter discrimination, victimisation and harassment on 
the grounds of:  

 age  

 being or becoming a transsexual person  

 being married or in a civil partnership  

 being pregnant or having a child 

 disability 

 race – including colour, nationality, ethnic or national origin 

 religion, belief or lack of religion or belief  

 sex  

 sexual orientation  

http://www.gov.uk/
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These are called protected characteristics.    

 
 Under law, you’re protected from discrimination in these situations: 

 At work 

 In education 

 As a consumer 

 When using public services 

 When buying or renting property 

 As a member or guest of a private club or association 
 

You’re also protected from discrimination if: 

 You’re associated with someone who has a protected characteristic, eg a family 
member or friend 

 You’ve complained about discrimination or supported someone else’s claim 
 

At the Ryes, equality will be addressed and ensured in placement decisions, recruitment, 
promotion, training, supervision, task allocation, management and disciplinary procedures. 
The organisation reserves the right to define some jobs as gender specific in order to meet 
the needs of the children. 
 
Disability   The  2010 Equalities Act defines a disabled person as a person with a disability. 
A person has a disability for the purposes of the Act if he or she has a physical or mental 
impairment and the impairment has a substantial and long-term adverse effect on his or her 
ability to carry out normal day-to-day activities. This means that, in general:  
 

 the person must have an impairment that is either physical or mental.  

 The impairment must have adverse effects which are substantial.  

 The substantial adverse effects must be long-term and 

  • the long-term substantial adverse effects must be effects on normal day-to-day 
activities 

 

Guidance can be taken from here:   
 
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_d
ata/file/570382/Equality_Act_2010-disability_definition.pdf 
 
 
Many of the young people in Ryes care homes and schools will be considered to have a 
disability. Ryes College has a duty to make reasonable and proportionate adjustments to 
meets the needs of students, staff and visitors with respect to disability. 
 

3 Aims 
 
3.1 We aim to: 
 

 Provide the opportunities through care and education for the young people to be happy, 
healthy, safe from harm and be able to develop, thrive and fulfil their potential. 

 Prepare young people for life in a diverse society in which they are able to see their place in 
the local, regional, national and international community; 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/570382/Equality_Act_2010-disability_definition.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/570382/Equality_Act_2010-disability_definition.pdf
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 Include and value the contribution of all families to our understanding of equality and diversity; 

 Provide positive non-stereotyping information about different groups of people regardless of 
any protected characteristic as mentioned above 

 Plan systematically to improve our understanding and promotion of diversity; 

 Actively challenge discrimination and disadvantage; 

 Make inclusion a thread which runs through all our activities. 
      
3.2 To achieve these aims we will:  
 

 Use all available information to set suitable learning challenges for all, respond to pupils’ 
diverse needs and overcome any potential barriers to learning; 

 Ensure that the wider school curriculum makes explicit and implicit provision to promote and 
celebrate diversity 

 Have high expectations of behaviour which demonstrates respect to others. 

 Be proactive in promoting good relationships and equality of opportunity across all aspects 
of school life and the wider community; 

 Encourage, support and enable all pupils and staff to reach their potential and make a positive 
contribution; 

 Ensure that all staff receive appropriate and relevant continuous professional development; 

 Actively challenge and take appropriate action in any cases of discriminatory practice 

 Deal promptly with any reported incidents of harassment or bullying; 

4 Responsibility for ensuring Equality at The Ryes 
 
4.1 It is the responsibility of all staff including volunteers, standby and agency workers to: 
 

 Be vigilant in all areas of the organisation for any type of harassment and bullying 

 Deal effectively with all incidents from overt name-calling to the more subtle forms of 
victimization caused by perceived differences 

 Identify and challenge bias and stereotyping  

 Promote equality and good relations and not discriminate on the grounds of any protected 
characteristics 

 Promote an inclusive environment where the ethos reflects our diverse society 

 Keep up to date with equality legislation, development and issues by attending relevant 
training and accessing information from appropriate sources. 

 
4.2 The Equality Policy is reviewed annually.  Any grievance in respect of discrimination at work 

should be addressed to your line manager, and will be investigated in accordance with the 
Organisation’s Grievance Procedure.  In the event that it is your line manager discriminating 
against you then it can be addressed with the Chief Executive. 

 
4.3 If a complaint of discrimination is proven against any employee, disciplinary action will be taken. 
 

5 Policy implementation. 
 
5.1 This policy will be published on the P Drive and made available to all employees. 
 
5.2 This policy will be included in the information pack sent out to job applicants. 
 
5.3 HR may collect data about personal circumstances from job applicants in order to monitor 

discrimination in recruitment.  Any such data will be free from identifying information, and will 
not form part of any selection process. 
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5.4 The Ryes College and Community will monitor recruitment, promotion, training and 
supervision across the organisation to detect any discriminatory practice. 

 

6 How you could be Discriminated against 
 
You must not treat a person worse because of one or more of their protected characteristics  
Discrimination can come in one of the following forms: 
 
6.1       Direct discrimination - treating someone with a protected characteristic less favourably than   

Others 
 

For example:   
Paul, a senior manager, turns down Angela’s application for promotion to a supervisor 
position.  Angela, who is a lesbian, learns that Paul did this because he believes the team 
that she applied to manage are homophobic.  Paul thought that Angela’s sexual orientation 
would prevent her from gaining the team’s respect and managing them effectively.  This is 
direct sexual orientation discrimination against Angela. 
 
 

6.2 Discrimination by Association – treating someone less favourably because of their 
association with someone with a protected characteristic 
For example: 
June works as a RCW and is looking forward to a promised promotion.  However, after she 
tells her boss that her mother, who lives at home, has had a stroke, the promotion is 
withdrawn.  This may be discrimination against June because of her association with a 
disabled person. 
 

6.3 Indirect discrimination - putting rules or arrangements in place that apply to everyone, but 
that put someone with a protected characteristic at an unfair disadvantage  

 For example: 
The company makes it policy for all male staff to be clean shaven thus putting members of 
certain religious sects at a disadvantage. 

 
However, if it can be proved that putting the particular criteria or condition in place is 
necessary for the running of the company and there are no alternative options available, it 
may, in some cases be allowed.   

 
 For example: 

A restaurant owner advertising for chefs for the kitchen, but stating that all applicants must 
be clean shaven for the purposes of hygiene.   

   
6.4 Harassment - includes any comment, action, or type of behaviour that is threatening, 

insulting, intimidating or discriminatory and upsets the environment.  
The victim of harassment isn't necessarily the person who is the target of the harassment, 
but, can be anyone affected by the offensive behaviour. 

 For example: 
In a predominantly female working environment, staff are making suggestive comments 
towards a male member of staff which makes him uncomfortable.   

 
6.5 Harassment by others – This is when employees of your company are harassed by people 

who are not employees of your company, such as customers or clients.   
 
 For example: 



 

 
 
G14 Equality and Diversity Policy  Page 7 of 8 
 
 

A member of staff who is gay tells their manager that one of the yp is constantly making 
homophobic remarks to him.  The manager is responsible for monitoring the situation and 
taking reasonable steps to protect the member of staff from harassment.     

  
6.6 Discrimination by Perception - when someone is directly discriminated against because 

others think that they possess a particular protected characteristic. They do not necessarily 
have to possess the characteristic, just be perceived to have the characteristic. 

 
 For example: 

Jim is 45 but looks much younger.  Many people assume that he is in his mid 20’s.  He is not 
allowed to represent his company at an international meeting because the Managing Director 
thinks that he is too young.  Jim has been discriminated against on the perception of a 
protected characteristic. 
 

6.7 Victimisation - treating someone unfairly because they’ve complained about discrimination 
or harassment 

 
 For example: 

Anne makes a formal complaint against her manager because she feels that she has been 
discriminated against because of marriage.  Although the complaint is resolved through the 
organisation’s grievance procedures, Anne is subsequently ostracised by her colleagues, 
including her manager.  She could claim victimisation. 

 
 

Other examples of discrimination could include: 
 

 Using racist or sexist language in the workplace. 

 Assuming without evidence that a particular employee will be less able to carry out a 
specific task because of their gender, race or age (or any other category highlighted 
above) rather than because of their physical or professional ability. 

 Failing to promote or initiate further training for an employee because of family 
circumstances – e.g. a woman with young children. 

 Using nationality or family circumstances as a consideration in judging the suitability of 
job applicants. 

 Pressurising an employee to carry out tasks which might conflict with their religious beliefs 
– e.g. requiring a Moslem care worker to cook bacon and eggs for a child’s breakfast. 

 Making persistent comments about an employee’s appearance which cause them to feel 
harassed. 

 Treating an employee who has made allegations of discrimination as a trouble-maker and 
so judging their work performance and potential for promotion less favorably. 

 Assuming that an employee is not suitable for a particular task because of their sexual 
orientation.  

 

7 Equality and Diversity recommendations when working with young 
people  

 
7.1 The Ryes College and Community requires all staff to carry out their duties and 

responsibilities in line with the following principles:  
 

7.1.1 Providing for all children and young people, regardless of gender, race, ethnicity, 
religion, disability etc  

  
7.1.1.1 In all aspects of our work with young people, and in all the services we provide, 

we must ensure that none of them are disadvantaged through discriminatory 

http://www.elrec.org.uk/Protected_Characteristics.htm
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practice, harassment or victimisation, either by staff or by other children. The 
National Minimum Standards require us to keep a record of any racist 
incidents, and all staff should be vigilant in reporting such incidents and in 
supporting children and young people in using the complaints procedure 
appropriately. 

 
 7.1.2 Being mindful of the difficulties that some groups can face and ensuring that any  
  obstacles to them are removed  
 

7.1.2.1 The young people we work with, who come from a range of ethnic and cultural 
backgrounds, have a wide range of social, emotional and behavioural 
difficulties, learning difficulties and physical difficulties. The organisation must 
work proactively to compensate for and overcome the disadvantages which 
these factors impose on the young people, ensuring that they have equal 
opportunities to achieve their potential for learning and social development. 

 
7.1.3 Being aware of personal prejudices and stereotypical views and avoiding labels 

related to these  
 
  7.1.3.1 Staff act as role-models for young people, and therefore need to be constantly 
   aware of their own personal prejudices and stereotypical views. Research has 
   shown that young people are particularly prone to stereotypical views of the  

world,  and often attribute gender-role stereotypes to particular tasks – e.g. 
household chores are a female responsibility.  Staff therefore, need to work 
consciously and proactively to challenge these stereotypical labels, both in 
their interactions with children and young people and in their own behaviour. 

 
 7.1.4 Valuing each individual's worth.  
 
  7.1.4.1 Young people who come to The Ryes College and Community frequently have  

Very low self-esteem. Feelings of failure, worthlessness, frustration and 
inadequacy are commonly associated with social, emotional and behavioural 
difficulties. Our young people frequently act in ways which confirm their 
negative view of themselves, and can powerfully engender similar views in 
those who work with them. For example, a young person who has caused 
extensive damage due to feelings of anger and despair can produce similar 
feelings in the maintenance worker who is faced with repairing the damage.  

 
7.3 All of us must strive to overcome any negative feelings which the young people may generate 

in us, and provide them with positive feedback about themselves and their achievements. 
Only through valuing each individual young person can we help them to learn to value 
themselves and e ventually to be able to value others. 

 
This policy should be read in conjunction with: 
 
The Ryes Children’s Rights Policy 
The Ryes Complaints Policy  
The Ryes YP Complaints Policy 
The Ryes Anti-Bullying Policy 
The Ryes Grievance Policy 
The Ryes Whistleblowing Policy 

 
Guidance: 
DfE - The Equality Act 2010 and Schools (May 2014) 
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/315587/Equality_Act
_Advice_Final.pdf 

https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/315587/Equality_Act_Advice_Final.pdf
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/315587/Equality_Act_Advice_Final.pdf

