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Foreword 
 
Homefield College places a high value on Equality, Diversity and Inclusion – it is one 
of our core values. We want the organisation to be recognised as one which seeks to 
transform lives and drives an environment where everyone feels that they can 
participate to their full potential. One of our key strategic priorities is to fully develop a 
culture that embraces equality and diversity. Whilst legislation provides a basis for 
our equality work, we want to go much further than just compliance and ensure that 
equality is fundamental to decision making at all levels of policy, management and 
operation.   

This document sets out how we will monitor and publish information about our 
progress with respect to protected groups and other factors such as socio-economic 
influences.  The information will inform staff managers and the trustees in general to 
develop and deliver better services and to continue to show improvement in this 
important area of our work.  

We will create objectives which will support our drive for improvement and allow us 
to demonstrate progress. We will measure progress through the self-assessment 
process to demonstrate how we: 

• Eliminate unlawful discrimination, harassment and victimisation, 
• Advance equality of opportunity, and, 
• Foster good relations between those who have protected characteristics and 

those who do not. 

We aim to make full use of the talent and resourcefulness of all of our staff, students 
and volunteers by valuing their contribution, as well as all our individual differences 
and perspectives.   

 

Tracey Forman 
Principal 
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The Equality Scheme   
 
The organisation is committed to promoting Equality, Diversity and Inclusion for all 
those who help to shape our community (students, beneficiaries, staff, trustees, 
employers and wider stakeholders within our areas of work and sphere of influence). 
We believe that all have the right to be valued and respected equally, and to be 
provided with equality of opportunity.   

This document sets out the key principles for ensuring that an inclusive culture 
underpins our work and how we aim to create a positive and inclusive ethos with a 
shared commitment to the advancement of opportunity, to challenging and 
eliminating stereotyping prejudice and discrimination and by promoting and fostering 
good relations across the protected characteristics of:  

• Age   
• Gender 
• Race 
• Disability  
• Gender reassignment  
• Sexual orientation  
• Religion or belief  
• Pregnancy and maternity  
• Marriage and civil partnership 

We also recognise that as well as the protected characteristics, there are additional 
groups that we would want to include within this work such as young people in care 
and those from disadvantaged backgrounds.  

We have published specific equality objectives which demonstrate our commitment.  
The objectives set out that we will:  

 1. Become recognised externally as an example of best practice in this area both in 
terms of as an employer and as a service / education provider, particularly in the field 
of learning difficulties and disabilities.  

 2. Enhance the working and learning environment, ensuring it is safe, supportive 
and anti-discriminatory and raises aspirations, success and progression 
opportunities for each individual. 

 3. Promote equality and diversity in order to have a positive impact on the potential 
of all students, beneficiaries, staff, employers and the community we serve. 

We will ensure that the annual report of the organisation demonstrates how progress 
is being made towards the achievement of these objectives.  
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How we will do this  
 
Our organisation principles underpin our work and they state that we will: 

• Acknowledge and celebrate individual difference, 
• Promote independence, a positive attitude and equality of opportunity, 
• Involve, empower and champion the rights of all individuals, and,  
• Educate, inspire and motivate via a person-centred approach. 

Consequently, we will:   

• Value all employees, students, residents, volunteers and other beneficiaries 
for whom the organisation has responsibility.  

• Treat everyone and each other with respect and dignity and seek to provide a 
positive working, learning and social environment free from discrimination, 
harassment or victimisation. 

• Challenge inequality and prejudice where it exists, especially for those with 
protected characteristics but particularly for groups who face discrimination by 
reason of having a learning difficulty or disability. 

• Ensure our education promotes British values such mutual tolerance, 
democracy, the rule of law, freedom of the individual and respect.   

• Embrace diversity in all aspects, including socio-economic status, and strive 
to employ a workforce that reflects at every level the community it serves. 

• Work with partners to adopt the same commitment to Equality, Diversity and 
Inclusion as we do. 

• Deliver diversity awareness training to all staff members with the aim of 
developing a culture which supports the principles of this scheme. 

• Ensure that all aspects of organisational policy and activity are sensitive to 
discriminatory issues and fully exploit opportunities to advance equality and 
foster good relations. 

• Ensure compliance with legislation. 
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Communication 
 
The organisation will ensure that all students, staff, trustees, employers, visitors and 
wider stakeholders are made aware of our equality scheme and action plan through 
a variety of communication methods. Clear references to the scheme will be included 
within students and staff guidance and handbooks and will appear on the Homefield 
website.   

The scheme will also be drawn to the attention of students, staff and trustees at 
induction. Updates on progress towards objectives will be communicated via the 
organisation annual report.    
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Roles and Responsibilities  
 
The senior leadership team within the organisation is fully committed to equality, 
diversity and inclusion, and as such provides the strategic direction for the Equality 
Scheme.  

The Chief Executive and Principal, Trustees and the senior leadership team are 
responsible for leading on equality, diversity and inclusion across the organisation.  It 
is also important that the organisation as a whole recognises that it has a duty and 
responsibility to abide by the key principles contained in this document.  

All members of the Homefield Management Team are responsible for ensuring that 
the staff they manage have a clear vision and shared understanding of what the 
organisation is aiming to achieve through its Equality Scheme.  

The table below provides details of roles and responsibilities across all activities:  

The Trustees are responsible 
for  

Ensuring that the organisation complies with the 
Scheme and that procedures are followed  
Aiming to ensure that equality and diversity is 
reflected within its own organisation for instance 
make-up, operations and processes 

The senior leadership team are 
responsible for  

Providing a consistent and high profile lead on all 
equality, diversity and inclusion matters 
Actively promoting equality, diversity and 
inclusion internally and externally  

Members of the Management 
team are responsible for  

Putting the scheme into practice across the areas 
of their responsibility  
Ensuring that staff are aware of their 
responsibilities and receive appropriate training 
and guidance  

All staff are responsible for  Consistently challenging any inappropriate 
language or behaviour of beneficiaries, staff and 
visitors  
Actively promoting equality of opportunity, 
eliminating discrimination and fostering good 
relations in all aspects of their daily roles and 
responsibilities  
Actively engaging in training and learning 
opportunities which support their development of 
equality and diversity principles  
Ensuring that any incidents that contravene the 
Scheme are reported to their manager or other 
appropriate members of the College 
management team   
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Actions to Ensure Success 
 

a. General  
 
We will ensure that:  

• All of the organisation’s publicity materials present appropriate and positive 
messages about age, disability, gender identity, gender, race, religion or 
belief, sexual orientation and cultural diversity   

• Everyone is aware of the value that the organisations places upon equality 
and that breaches of policy or practice will result in action being taken 

• External stakeholders are made aware of the Scheme  
• All staff, managers and trustees have access to relevant and appropriate 

information which assists them in planning, implementing and monitoring 
actions to carry out their responsibilities under the Scheme 

• Procurement procedures ensure that suppliers meet the requirements of the 
Scheme  

• Organisational policies are subject to equality impact assessment where 
necessary 

b. Actions specific for teaching and learning  
 
We aim to ensure all students are able to fully participate in all aspects of our 
provision. 

Student recruitment procedures are designed and implemented to eliminate unlawful 
discrimination.   

Students can access appropriate and relevant support and facilities.  

Schemes of work, lesson content and teaching resources demonstrate sensitivity 
and positive promotion of age, disability, gender identity, gender, race, religion or 
belief, sexual orientation and cultural diversity issues. 

We gather data for monitoring purposes at application and again upon enrolment 
which includes details of race, gender, details of any disability or learning difficulty 
and the relevance of any widening participation category.   

Our aim is to ensure that students with protected characteristics are just as likely to 
achieve a high quality of education as others. We aim to support learners into 
sustainable careers, including facilitating opportunities for work placements and 
experience, as appropriate to their programme.   

When we present candidates for work placement and work experience, we 
emphasise ability rather than disability to encourage a fair selection decision by the 
employer.  

When arranging a work placement, or work experience, for a student we will, as 
appropriate and with the permission of the student, advise the employer about how 
to make adjustments based on our experience of working with the student. 
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Where necessary we will provide support, training and guidance to the employer 
about how to best to work with individual students. 

c. Actions specific for supported living and residential care 
 
We aim to ensure that all beneficiaries are able to access the services that we 
provide and that their voice is central to any developments. 

We will support beneficiaries to access the wider community and ensure that by 
doing this they are not subject to discrimination. 

d. Actions specific for employees  
 
We aim to ensure equality through the employment cycle, including recruitment, 
selection, staff development, performance management and grievances.  

Recruitment and promotion procedures are designed and implemented to eliminate 
unlawful discrimination.  

Applicants for employment are drawn from a wide pool with positive action to 
encourage applications from under-represented groups and monitoring data is 
gathered as part of the process.  

The organisation is a disability confident employer. 

Staff development activities are designed to meet the particular needs and enhance 
the skills of individuals of all under-represented groups. 

We will continue to screen our policies for equality impact, as appropriate and will 
take action where necessary.   

We gather data for monitoring purposes at application and again upon joining the 
organisation which includes details of race, gender, details of any disability or 
learning difficulty and other categories which enable the organisation to meet the 
aims of this Scheme.  

We will actively seek to reduce any inequity created by the gender pay gap. 

Both compulsory and non-compulsory equality and diversity training programmes will 
be provided to support the Equality Scheme.   

This involves everyone throughout the College (Governors, learners, and all staff). 
Promoting equality, diversity and inclusion will continue to form a part of induction for 
all new staff and learners. Training and development activities for all will be 
publicised and monitored as part of the College’s quality review of staff and learners’ 
development.   
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Monitoring and review of progress  
 
We will meet the requirements of the Equality Act 2010 through the implementation 
of this Scheme.  Whilst we are not legally required to meet the requirements of the 
specific public sector public equality duty we will endeavour to wherever we are able 
to do so.  

We will publish each year in our annual report details of how we meet the 
requirements and the positive impact that we have made as well as the progress on 
our equality objectives and action plan 

We will ensure that through monitoring and reviewing the action plan that our 
trustees, staff, students, partners and all stakeholders (including work placements 
providers) are aware of, and are actively promoting equality.   

We will ensure that action needed for implementation is taken and that our staff, 
students, partners, and all stakeholders are aware of the value placed on promoting 
equality of opportunity and diversity and that action is taken in the event of any 
breach under Equality legislation.  

The Senior Management team will meet quarterly with other key members of the 
management team to review progress and assist with the development of specific 
targets and actions associated with the development of the scheme.   

Relevant equality data relating to students and members of staff will be captured and 
monitored.  This data will inform the development of the action plan and be reported 
in the annual equality report (in accordance with GDPR).  

To inform the setting of targets and the measurement of our progress in achieving 
them, we will collect as a basic minimum and analyse the following information: 

Student Information  

• Gender, disability, age and ethnicity profiles 
• Applications, retention and achievement and outcome rates across groups 
• Specific feedback relating to these groups  

Staff information produced annually  

• Gender, disability, age and ethnicity profiles of staff by grade and type of work 
• Applications for employment, appointments, training and promotion  
• Recruitment and selection data  
• Staff surveys  
• Discipline and grievance  
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The information collected and monitored will be used by the College to inform a 
number of decisions, namely:  

• To decide whether there are differences in the way different groups are 
treated  

• To decide if there are any gaps in recruitment, attainment and success of 
different groups of learners / staff  

• To highlight any unfairness, disadvantage or possible discrimination and take 
action where appropriate  

• Identify areas where specific action could be taken and ensure that it is taken  
• Compare data to local and national statistics in order to identify success and 

areas for improvement  
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Further information 
 
Additional advice, contact details and information in relation to the organisation can be 
found on the Homefield website at: www.homefieldcollege.ac.uk  

Staff and students can also access Sharepoint and the staff extranet. Information is 
available in differing languages and formats on request.  

Should you require any help or further information please contact the College and you 
will be put through to the appropriate personnel or go to www.homefieldcollege.ac.uk 
where you will be able to access the equality and diversity information on the 
organisation website.  

In addition to the Equality Scheme, the College has a set of ‘Equality Objectives’ and 
an ‘Equality Action Plan’ which identifies targets and is determined by qualitative and 
quantitative analysis of activity and impact in relation to the Equality Scheme.   

  

  

  

http://www.homefieldcollege.ac.uk/
http://www.homefieldcollege.ac.uk/
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Equality Objectives 2019 - 2022 
 

Objective  Target  By when Comments   Responsibility  
become recognised 
externally as an 
example of best 
practice in this area, 
both as an employer 
and as a service / 
education provider, 
particularly in the field 
of learning difficulties 
and disabilities 

Become a Disability 
Confident Leader (level 
3) 
 
Gain Careers Mark  
 
Tutors & TSA to gain 
Autism qualification, 
level 2 

Sept 
2020 
 
July 
2020 
 
July 
2020 

 
 
 
Subject to 
costing  
 
Online activity 
and additional 
material  

Head of HR 
 
 
HC&Q 
 
Head of HR 
 

enhance the working 
and learning 
environment, ensuring 
it is safe, supportive 
and anti-discriminatory 
and raises aspirations, 
success and 
progression 
opportunities for each 
individual 

Provide an Employer 
Assistance Programme 
(EEP) 
 
Have an equal gender 
pay gap  
 
 
 
Analyse student 
timetables and 
progression to 
determine whether any 
discrimination exists  
 
Following the above 
create an action plan to 
reduce any areas 
identified  

May 
2019  
 
 
July 
2020  
 
 
 
July/Aug  
2019  
 
 
 
Sept 
2019 

Met, Health 
Assured  
 
 
April 2019 - 
Gender pay 
gap assessed. 
Pay scales 
introduced by 
job 
 
 
 
Assess to 
improve 
curriculum for 
Sept 2019 

Head of HR 
 
 
 
Principal  
 
 
 
 
Data 
Coordinator 
 
 
Head C & Q 

promote equality and 
diversity in order to 
have a positive impact 
on the potential of all 
students, 
beneficiaries, staff, 
employers and the 
community we serve.  
 
 

The creation and 
implementation of an 
Equality Calendar  
 
 
 
The creation and 
implementation of a 
comprehensive student 
voice strategy   

July 
2019 
 
 
 
 
July 
2020 

For Academic 
year 2019/20 
Students to be 
involved – 
Learner 
Conference?  
E&D group 
needed to 
identify where 
the student 
voice needs 
more input – 
working group 
must include 
students! 

Programme 
Lead 
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APPENDIX 1   Protected Characteristics definitions  
 
‘Protected characteristics’ mean the characteristics of a person which are protected 
by the Equality Act 2010. 
 

1. Age  
i. A reference to a person of a particular age group.  
ii. A reference to persons who share a protected characteristic is a 

reference to persons of the same age group.  
iii. A reference to an age group is a reference to a group of persons 

defined by reference to age, whether by reference to a particular 
age or to a range of ages.  

 
2. Disability  

i. A person has a disability if the person has a physical or mental 
impairment, and the impairment has a substantial and long-term 
adverse effect on his/her ability to carry out normal day-to-day 
activities.  

ii. A reference to a disabled person is a reference to a person who has 
a disability.  

iii. A reference to persons who share a protected characteristic is a 
reference to persons who share the same disability.  

 
3. Gender Reassignment  

i. A person has the protected characteristic of gender reassignment if 
the person is proposing to undergo, is undergoing or has 
undergone a process (or part of a process) for the purpose of 
reassigning the person’s sex by changing physiological or other 
attributes of sex.  

ii. A reference to a transsexual person is a reference to a person who 
has the protected characteristic of gender reassignment.  

 
4. Marriage and Civil Partnership  

i. A person has the protected characteristic of marriage and civil 
partnership if the person is married or is a civil partner.  

 
5. Pregnancy and Maternity  

i. Unfavourable treatment and victimisation of a pregnant woman.  
ii. Unfavourable treatment and victimisation during maternity.   
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6. Race  
i. Colour.  
ii. Nationality. 
iii. Ethnic or national origins. 
iv. A reference to persons who share a protected characteristic is a 

reference to persons of the same racial group. 
v. A racial group is a group of persons defined by reference to race; 

and a reference to a person’s racial group is a reference to a racial 
group into which the person falls. 

vi. The fact that a racial group comprises two or more distinct racial 
groups does not prevent it from constituting a particular racial 
group.  

 
7. Religion or Belief  

i. Religion means any religion and a reference to religion includes a 
reference to a lack of religion. 

ii. Belief means any religious or philosophical belief and a reference 
to belief includes a reference to a lack of belief.  

 
8. Sex  

i. Refers to a man or to a woman.  
ii. A reference to persons who share a protected characteristic is a 

reference to persons of the same sex. 
  

9. Sexual Orientation  
i. Sexual orientation means a person’s sexual orientation towards:  

- persons of the same sex 
- persons of the opposite sex, or 
- persons of either sex. 

ii. In relation to the protected characteristic of sexual orientation a 
reference to a person who has a particular protected characteristic 
is a reference to a person who is of a particular sexual orientation.  
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Appendix 2 EQUALITY IMPACT ASSESSMENT TOOL  
 
To be completed and attached to Policy / Guidance / Procedure documents when 
submitted to the Senior Management team.    

An impact assessment is a way of systematically and thoroughly assessing and 
consulting on the effects a policy / procedure or guidance document may have or is 
likely to have on people, depending on the characteristics outlined in this document. 
Impact assessment may include obtaining and analysing data, consulting with 
people including employees and learners where appropriate. All policies, procedure, 
business plans & guideline documents must be impact assessed initially.  

The following principles explain what is essential in order for the Equality Duty to be 
fulfilled when making decisions. 

There should be real consideration of the three aims of the equality duty that should 
form part of the decision making process. We should be able to demonstrate that we 
have given the proposal serious and rigorous consideration and applied due regard.   
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1. Initial Screening  

Person Responsible for this assessment:   

Name:………………………………………………………………………………………  

Date of Assessment: 
………………………………………………………………………………………………  

Signed: ……………………………………………………………………………………. 

Name of policy/process document assessed:…………………………………………. 

 

1. What is the aim of the document?  

   

2. Who is affected by the document (staff, students etc)?  

   

3. Does the document discriminate (treat less favourably) on the grounds of:  

   Age    Race    Gender including Transgender    Religion, faith or belief    

   Sexual Orientation    Disability    

4. What data has been collected to assess this impact?  

   

5. Does it promote equality and enhance community relations?  

   

6. Does it influence relations between different groups?  

   

7. Could some groups be affected differently?  

   

8. Is there any evidence that some groups are affected differently?  

   

9. What evidence is already available to us?  

   

10. Do we need to gather evidence?  
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11. Is the impact of the document likely to be negative?  

   

12. If so can the impact be avoided?  

   

13. Is it unlawful?  

   

14. Can it be justified?  

   

15. What alternatives are there to achieving the policy/procedure/guidance without 
the impact?  

   

16. Can we reduce the impact by taking different action?  

   

17. What impact, if any, does the policy/procedure or guidelines have on the 
safeguarding of staff, students or residents?  

   

18. Assess the impact & rate this   

HIGH; MEDIUM OR LOW  

H/M/L   

 

For advice in respect of answering the above questions, contact one of the Head of 
HR.  If you have identified a potential discriminatory impact of this policy, procedure 
or guidance document, please refer it to the senior leadership team, together with 
any suggestions you have as to the action required to avoid/reduce this impact. 
Please note that if this document affects our service users, consideration needs to 
be given to consultation with this group.  
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PROPOSED AMENDMENTS OR ADJUSTMENTS TO MITIGATE IMPACT  

  

Please outlined any proposals or suggestions to reduce any discriminatory impact 
you have identified:-  

  

Notes following consultation:-  

(Indicate groups consulted)  

   

Concern Proposed Action (What outcomes or improvements are needed? What 
monitoring arrangements are in place? When will this be reviewed?) 
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GUIDANCE NOTES  

 

CARRYING OUT AN IMPACT ASSESSMENT  

 
1. What is the Equality Impact Assessment Tool?  

The purpose of this tool is to improve the work of the college by making sure we do 
not discriminate, and that where we can we will promote equality at all levels. 
Completing this tool will ensure that those with responsibility for developing policy, 
procedure or guidelines take time to consider carefully the likely impact that these 
may have on those covered by the seven ‘equality streams’ and to take action where 
any unjustified negative impact is detected in the development or administration of 
such policy, procedures or guidelines. By using this tool, the authors of such 
documents can make every effort to eliminate negative impact and take the 
opportunity to promote the College’s equality and diversity goals.  

 
2. What is meant by ‘Impact’?  
 
a. Negative or Adverse Impact  

This is an impact that could disadvantage one or more equality groups. This 
disadvantage may be differential, where the negative impact on one particular group 
of individuals or equality groups is likely to be greater than another.   

Example: Undertaking training in a location with no induction loop facility may have a 
negative impact on learners or staff with a hearing impairment.  
 
b. Positive Impact  

An impact that could have a positive impact on once or more groups or improve 
equal opportunities and/or relationships between groups. This positive impact may 
also be differential, where the positive impact on one group/or groups of individuals 
may be greater than another.       

Example: A targeted training programme for black and ethnic minority women would 
have a positive impact on black and minority ethnic women compared with its impact 
on white women and all men. It would not necessarily have a negative impact on 
white woman and all men.  
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 3. When should an equality impact assessment tool be completed?  
 
Initial Screening  

An initial screening of the proposed policy, procedure or guidelines should be 
undertaken by the author(s) of such a document. This should be completed during 
the review or development of these documents. At this stage you should be 
assessing obvious negative or positive impact or any gaps in your knowledge about 
the likely impact. It should be a shortened process which makes use of any previous 
consultation results, your personal knowledge & experience, research and reports, 
internal and external specialist advice 
 
Full Screening  

If, as part of the initial assessment, it was identified that a negative impact may exist 
a full screening of the document should take place. This may involve consultation 
with other groups or colleagues.  
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