	Upper Horfield Children’s Centre and Community School 

	Equality and Diversity Policy

	May 2015 – May 2017


[image: image1.jpg]28
%





The Definition of Equality and Diversity

· Equality can be described as breaking down barriers, eliminating discrimination and ensuring equal opportunity and access for all groups both in employment, and to goods and services; the basis of 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 the Centre.
· Equality and Diversity are not inter-changeable but inter-dependent. There can be no equality of opportunity if difference is not valued and harnessed and taken account of.
To whom does this Policy Relate
· This policy applies to direct employees of the Upper Horfield Children’s Centre, workers (engaged through, or by, an employment agency and supplied to the Centre on a temporary basis), and all job applicants regarding recruitment

· Where the Children’s Centre services are provided by external contractors or third parties on the basis of a specification set by the Centre, these contractors or third parties are responsible for adhering to the Centres Equality and Diversity Policy whilst providing services on its behalf.
· This policy applies also to sub-contractors the Children’s Centre will monitor the performance of contractors and/or third parties and take all necessary steps to ensure good performance and compliance with appropriate behaviours. However, if any issues become apparent with regards to diversity or equality in relation to any contractor or third party, these will be taken very seriously by the Centre and raised in the strongest possible terms with the contractor or third party.
· This policy applies to parents and children that are accessing the site. If any issues become apparent to diversity and equality in relation to any parent or adult visitor using the site, this will be taken very seriously and access to the Centre maybe restricted.

Policy statement
Upper horfield Children’s Centre is committed to ensuring that existing members of staff, children and families are treated fairly in an environment which is free from any form of discrimination with regard to nine of the protected characteristics as outlined by the Equality Act 2010 which are:

age; disability; gender reassignment; marriage and civil partnership; pregnancy and maternity; race (includes colour, nationality and ethnic origins); religion and or belief; sex; sexual orientation;
In addition, 

· all employment-related policies, practices and procedures are applied impartially and objectively; 

· equality of opportunity to all 

· to provide staff, children and their families with the opportunity to develop and realize their full potential; 

· that the Children’s Centre works towards achieving a diverse workforce at all levels

· that employees of the Children’s Centre can work in an atmosphere of dignity and respect.
The Children’s Centre will not tolerate processes, attitudes and behaviour that amounts to direct discrimination, associative discrimination, discrimination by perception indirect discrimination including harassment (harassment by a third party), victimisation and bullying through prejudice, ignorance, thoughtlessness and stereotyping. 

The Children’s Centre recognises the importance of monitoring, reviewing and reporting on its equality and diversity policy and practice and to measure progress in meeting our policy statement, therefore the policy will be reviewed annually and any incidences of discrimination will be reported to the Advisory Board.

Aim - We aim to:

· Be inclusive in our practice throughout the children centre.

· Ensure all children have equal access to all learning opportunities.

· Provide broad, balanced learning opportunities which allows for and meets the child’s individual needs.

· Provide a secure environment in which all our children can flourish and in which all contributions are valued. 

· Include and value the contributions of all families to our own understanding of equality and diversity. 

· Ensure our environment reflects non stereotypical information about different ethnic groups, people with disabilities, SEN, and EAL.

· We will support children with disabilities or those with SEN needs so that they are included, valued and supported in all aspects. We aim to have regard for the SEN code of practice and accept the social model of disability.

· Work with other agencies/professionals and value their contributions and knowledge to enhance our work with children, families and their community. Involve children in a culturally rich society by creating a positive and inclusive ethos based on mutual respect for diversity.

· We aim to challenge discrimination in all areas of the organisation and raise awareness of the needs of those who face discrimination in society in general.

Methods in practice

Admissions

Our children centre is open to all members of the community and our admission policy reflects this. Staff are responsible for reviewing and monitoring policies, and admission procedures, to ensure that they are fair and accessible. We try to respect and include parent/carer’s views in policy and practice where possible.

· We advertise our service widely

· We reflect the diversity of members of our society in our publicity and promotional materials

· We provide information in clear, concise language, whether in spoken or written form or Braille.

· Where possible we provide information in as many languages as possible

· We base our admission policy on a fair system

· We ensure that all parents are made aware of our equal opportunity policy

· We make clear that we will not tolerate discrimination of any kind

· We ensure premises are accessible for all members of the community.

Before your child starts at the children centre we hold a discussion with parents and carers to establish any concerns you may have about your child’s specific emotional, medical, cultural or religious needs. From having this information we can then make arrangements to cater for anyone with extra requirements.

Employment

See Bristol City Council Employment Policy  

We ensure that all staff are made aware of our equal opportunity policy as part of their induction procedure. 

Learning, and Support Development
All children and families should have equality of access to learning and support whilst at the centre.  Our approach to learning, development and support encourages positive attitudes towards people who are different and similar to themselves.  It encourages children and families to empathise with others and to begin to develop the skills of critical thinking.

We aim to do this by:

· By differentiating our environment, activities and resources and using visuals and props to support children’s learning and a wider family understanding.

· Making children  and parents feel valued and good about themselves

· Reflecting our community through our resources and through the use of positive imagery. Avoiding stereotypes or derogatory images in the selection of materials

· Celebrating a wide range of festivals and cultures though planning, discussions and activities. 

· Creating an environment of mutual respect and tolerance

· Helping children and families to understand that discriminatory behaviour and remarks are unacceptable by following our agreed guidelines as detailed later.

· Ensuring that children with English as an additional language have full access to all learning opportunities and are supported in their learning

· We offer additional support or equipment where necessary to facilitate children’s learning and individual needs

Valuing Diversity in Families
· We welcome the diversity of family life with all families. 
· We encourage children and parents to contribute stories of their everyday life into the centre.
· We will value any cultural contribution that is made to the Centre, be that resources, guidance or volunteering.
· For families who have a first language other than English, we value the contribution their culture and language offer. 
· We encourage parents/carers to take part in our centre e.g. story telling using their own language and by adding their ideas to our weekly planning. 
Research suggests that children benefit when their first language is embraced and supported both verbally and in print within the setting. Bi/multi-linguism is seen as an asset and is actively supported to aid educational development and language learning. 
We have an agreed procedure to deal with incidents;

· We record any racist, sexist or discriminatory behaviour made by any child, staff member, volunteer, parents or students as an incident and will expect all staff to behave in a professional and anti-discriminatory manner. 

· We will deal with incidents sensitively, with a view to supporting the victim

· If the policy is not followed we will discuss with parents/staff 

· We will work with family/staff to raise awareness of respect for differences and the importance of self esteem, inclusion and the effects of their behaviour.

· We may discuss theory and practice concerning equality issues with parents/staff.

· We will invoke disciplinary measures for staff and in the case of parents -persistent behaviour of a discriminatory nature will result in the individual concerned being removed from the premises and prevented from returning until the centre manager has received written assurance that they will comply with this policy.

· Monitoring

We will implement monitoring systems to highlight shortcomings and review our procedures and practice accordingly on a regular basis.
Training

The Children’s Centre is committed to ensuring its staff and managers are trained in equality and diversity and aims to ensure that adequate training is provided so that managers are able to operate this policy. 

Managers are to ensure that all new staff/students and parents are made aware of our Equality and Diversity Policy and Harassment, Bullying and Discrimination policy.
Discrimination 
Discrimination may take seven main forms and is defined in law along with the protective characteristics associated with each provision as listed below:

· Direct Discrimination occurs when someone is treated less favourably than another person because of a protected characteristic. Relevant protected characteristics include age, disability, gender reassignment, race, religion or belief, sex, sexual orientation, marriage & civil partnership, pregnancy and maternity. For example, a manager does not select a pregnant woman for promotion even through they meet all of the competencies because they are pregnant. This is probably direct discrimination and cannot be justified.

· Associative discrimination occurs when someone discriminates against someone because they associate with another person who possesses a protected characteristic. Relevant protected characteristics include age, disability, gender reassignment, race, religion or belief, sex, sexual orientation. An example of this is when a manager does not give a job-applicant the role, even though they have met all of the competencies for the role, just because the applicant tells the employer they have a disabled partner. This is probably associative discrimination because of disability by association.
· Discrimination by perception occurs when someone discriminates against an individual because they think they possess a particular protected characteristic. It applies even if the person does not actually possess that characteristic. Relevant protected characteristics include age, disability, gender reassignment, race, religion or belief, sex, sexual orientation. An example of this is when a manager selects a person for redundancy because they incorrectly think they have a progressive condition (i.e. that they are a disabled person). This is probably discrimination by perception because they believe the individual is disabled.
· Indirect discrimination occurs when a seemingly neutral provision, criterion or practice that applies to everyone places a group who share a characteristic e.g. type of disability at a particular disadvantage. Indirect discrimination may be justified if it can be shown that the provision, criterion or practice is a proportionate means of achieving a legitimate aim. An example of this is when an employer decides to apply a “no hats or headgear” rule to staff. If this rule is applied in exactly the same way to every member of staff, then staff who may cover their heads as part of their religion or cultural background (such as Sikhs, Jews, Muslims and Rastafarians) will not be able to meet this requirement of the dress code and may face disciplinary action as a result. Unless the employer can objectively justify using the rule, this will be indirect discrimination. Relevant protected characteristic include age, marriage and civil partnership, race, religion or belief, sex and sexual orientation. In addition, the Act extends protection against unjustified indirect discrimination to gender reassignment and disability.
· Dual Discrimination occurs when someone is treated less favourably because of a combination of two relevant protected characteristics. This means that it will be possible for an applicant to claim that they have been treated less favourably not just because of their race but also because of their gender. For example, because the individual is an Asian woman. Relevant protected characteristic include age, disability, gender reassignment, race, religion or belief, sex and sexual orientation. (At present this new concept has not been implemented).
· Detriment arising from a disability arises when you treat a disabled person unfavourably because of something connected with their disability. This type of discrimination is unlawful where the employer or other person acting for the employer knows, or could reasonably expected to know, that the person had a disability. This type of discrimination is only lawful if the action can be justified and the employer can show that is a proportionate means of achieving a legitimate aim. An example of this when an employer imposes a “no beards” rule as a part of a dress code and tells staff they will be disciplined if they do not comply. The employee is a disabled person who has a skin condition which makes shaving very painful. They have been treated unfavourably (threat of disciplinary action) because of something arising from their disability (their inability to shave). Unless the employer can objectively justify the requirement, this may be a detriment arising from a disability. It may also be a failure to make a reasonable adjustment.
· Victimisation occurs when an employee is treated unfavourably, disadvantaged or subjected to a detriment because they have made or supported a complaint of discrimination or raised a grievance under the Equality Act, this policy or the Harassment, Bullying and Discrimination policy or because they are suspected of doing so. (However, an employee is not protected from victimisation if they have maliciously made or supported an untrue complaint). An example, of this is when an employee requests to work flexibly and their manager refuses their request because they supported a colleague in a complaint of discrimination.
· Third party harassment occurs when an employee is harassed by someone who does not work for the employing organisation such as a customer, visitors, client, contractor or visitors from another organisation. The employer will become legally responsible if they know an employee has been harassed on two or more occasions by someone and it may also be different individuals each time and fails to take reasonable steps to protect the employee from further harassment.
The above terms of discrimination are also relevant for all people this policy applies to.
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