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Definitions
For the purposes of this policy the following definitions are used. 

Equality Group
This term is used to encompass groups of people in relation to race, sex, gender, special educational need, class, age, sexual orientation, disability, religion and belief. 

Customers

This terms all people who work with or are clients of the Hub including learners, members of staff or clients. 

Our policy is intended to ensure that no Customers of the Company are treated less favourably than any other. Discrimination on the basis of Equality Group will be opposed in all their forms. Equality of opportunity does not mean that we should ‘treat everyone the same’ but take positive action to meet the needs of individuals and groups, as a celebration of diversity. 

Animi Training is fully committed to increasing participation and the promotion of lifelong learning with a pledge to creating opportunities for groups in the community who have been previously under represented. Equality of opportunity is inextricably linked to the quality of our service.

Aims of the Policy

The aims of the Equal Opportunity policy are:

· Commitment to eliminating all type of discriminations

· Forge partnerships and/or links with local community and relevant organisations
· To create an environment and ethos where all people, regardless of their age, sex, gender, sexuality, race, sexual orientation, special educational needs, HIV status or disabilities, are actively welcomed.

· To promote equality of opportunity and good race relations between people of different racial groups. 

· Harassment and bullying are not tolerated. All staff and students have a responsibility to report unlawful and/or offensive behaviour.

· Increase participation from previously under represented groups of the local community (learners and staff). 
· To adopt flexible working practise and procedures to cater for the needs of individuals or groups.

· Monitor, review and update policies and procedures regularly, taking into account data collection, targets, views of stakeholders and outside agencies.

Operating Principles
Animi Training will:
· Enrol Customers on the basis of an assessment of their ability without reference to any Equality Group. 

· Ensure that those involved in recruitment, enrolment and supporting courses guard against pre-conceived expectations of different Equality Groups 

· Ensure that centre staff acknowledge that applicants may have diverse commitments and provide where necessary a flexible programme of study

· Ensure all new Customers are given an induction session in the use of the Learning Centres. 

· Encourage the integration of different Equality Groups where mutually beneficial

· Undertake to provide support and guidance about alternative provision where the Hub and Partners are unable to meet the needs of prospective learners.

· Encourage Learning Centres to review provision to ensure that they do not portray negative images of any Equality Group. 
· Make reasonable adjustments to facilities, polices, practices and procedures to enable disabled Customers to be effective in accordance with Disability Act. Continue to improve access and relocate where possible.

· Ensure that the environment does not discourage people of any Equality Group
· Ensure that careers information, guidance and advice given by Learning Centres is presented in such a way that is does not reflect stereotypes or make assumptions on ambition. 
· Offer courses to anyone over 19 and will consider applications from 16-19 year olds. 
· Ensure that Customers with learning difficulties and disabilities are given an opportunity to discuss their needs and/or visit the Learning Centre / Link Centres so that they can make an independent decision as to whether the environment is suitable.

· Encourage use of minority languages for Hub and Learning Centre notices, leaflets and adverts

· Support and encourage activities that reflect the multi-cultural background of our Customers, e.g. religious festivals, clubs, societies

· Make links with members of local communities which reflect the Equality Groups of our Customers. 
· Identify language barriers and offer support

· Provide for Customers from all Equality Groups guidance on the full range of study options available and access to all courses from which they will benefit in relation to their prior knowledge and achievements.

The Hub and Learning Centre will not, and will not allow other customers to:
· Discriminate directly or indirectly against anyone because of their equality group
· Subject someone to harassment, intentionally with malice, or through a general tolerance of offensive behaviour

· Victimise someone because they have made a complaint or allegation, or are giving evidence in relation to a complaint of discrimination
· Refuse service based on the Customers Equality Group.
· Provide services of a worse standard or in a worse manner to any Equality Group
· Provide service on less favourable terms to any Equality Group
Publicity and Marketing

· An Equal Opportunities statement should appear in all publicity material (The London South Learning Hub Ltd is fully committed to equal opportunities and the elimination of all types of discrimination). 

· Publicity material should be designed to reflect the diversity of the community. 

· Where appropriate, publicity material should be published in minority languages and in relevant publications. 
· Special efforts should be made to ensure that publicity reaches all sectors of the community. 
· All learners are informed of the Equal Opportunities Policy and the Learner Charter and of the action to take in the event of perceived unfair treatment.

Learner Recruitment and Admissions

Operate an enrolment process, which will offer guidance taking into account the particular needs of all Customers, which makes them aware of the full range of courses on offer and support services available. Ensure that the progression routes available are made clear at entry and throughout the programme.

Staff Recruitment and Training

The Hub and Learning Centres strive through the implementation of this Policy to ensure that prospective staff are not discriminated against on grounds of their Equality Group. The Hub and Learning Centres will strive to attract applicants from the widest possible catchment area and from all communities.

· Staff development is available to all staff, part-time and full-time. 

· Facilities and resources are made available for all staff to receive induction, training and information necessary for compliance with equal opportunities legislation and practice. 
· Opportunities for promotion and training are made know to all staff and are available on a fair and equal basis. 

Staff training should provide the opportunity to raise the level of awareness and expertise among staff regarding learning difficulties and disabilities and raise levels of understanding regarding race and discrimination in all its forms amongst staff and learners

Careers and Life Planning
Futures, which provides Careers and Skill Guidance for learndirect, gives impartial advice to address the need of all Customers. The Hub and Learning Centres will also provide referral systems to independent specialists in guidance.
Age
Customers will not experience unfair or unequal treatment because of their age. This includes any reference or behaviour that can be read as derogatory or disrespectful towards other people because of their age, whether deliberate or unintentional. 

Legislation
Currently there is no legislation relating to Age, however the Government will implement the age strand of the European Employment Directive from 1 October 2006. Age discrimination in employment and vocational training will then become unlawful. The law will protect people undertaking or applying for courses in higher and further education and employment related training. 
Disability
Customers will not experience unfair or unequal treatment because of their disability or disabilities. This includes providing reasonable adjustment to premises and providing appropriate support materials including equipment. 

Legislation
The legislation deals with discrimination against disabled people – that is when someone treats a disabled person less favourably than someone less, without justification, for a reason related to their disability. Discrimination also occurs if, without justification, a ‘reasonable adjustment’ is not made. The Act applies to all those who provide goods, facilities and services to the public. The employment provisions of the Act apply to employers with 15 or more employees.

· The Disability Discrimination Act 1995
· The Disability Discrimination Act (Educational Institutions) (Adjustment of Premises) Regulations 2001
· The Disability Discrimination Act (Services and Premises) Regulations 2002
· The Disability Discrimination Act 1995 (Amendment) Regulations 2003

Part iii of the Amendment 2003, requires that from 1 October 2004, those who provide a service to the public need to remove any physical barriers to ensure disabled people receive a fair service. 

You have a duty to make reasonable adjustments, for example:

· Providing alternative equipment 

· Altering job descriptions 

· Accommodating wheelchair users 

Organisations
Disability Rights Commission (DRC)

The DRC replaced the National Disability Council in 2000 which was an advisory body to the Secretary of State on measures to reduce or eliminate discrimination against disabled people and on the operations of the Disability Discrimination ACT. The DRC has similar powers to the EOC and CRE.

Gender
Customers will not experience unfair or unequal treatment because of their gender or sex. This includes sexual harassment, which is any reference or behaviour that can be read as derogatory or disrespectful towards other people because of their gender or sex, whether deliberate or unintentional. Many instances of sex discrimination relate to unequal pay, pregnancy, childcare, flexible working and sexual harassment. The legislation applies to men as well as women.

Legislation
The Sex Discrimination Act 1975

This deals with discrimination on grounds of sex or martial status and applies to men and women. The requirement for equal pay is contained in the Equal Pay Act 1970.

The Sex Discrimination (gender reassignment) regulations 1999

Amending UK law to outlaw discrimination against trans people in certain circumstances.

Employment Protection Act 1975

Gives women the right to take paid maternity leave and then return to work after having a baby. This act also applies to pay and contractual matters when a woman and a man are doing the same work.

Organisations
Equal Opportunity Commission (EOC)

The EOC was set up under the Sex Discrimination Act to promote and enforce equal opportunities for women and men.

Race
Customers will not experience unfair or unequal treatment of people on racial grounds. This means on the grounds of: race, colour, nationality (including citizenship), ethnic or national origins. Groups defined by reference to these grounds are referred to as racial groups. This includes harassment, any reference or behaviour that can be read as being derogatory or disrespectful towards other people whether deliberate or unintentional.

Legislation
Race Relations Act 1976

This makes discrimination on the grounds of race, colour, nationality (including citizenship), ethnic or national origin unlawful. The law covers people from all racial groups.

Amendment Act 2000

The Amendment Act 2000 prohibits racial discrimination in the carrying out of many functions, including policing. It also places on most public authorities a general duty to promote race equality. The aim is to help public authorities to provide fair and accessible services, and to improve equal opportunities in employment.

Regulation 2003

The Regulations 2003 relate to discrimination and harassment on the grounds of race or ethnic or national origins.

Organisations
Commission for Racial Equality (CRE)

The CRE was set up to enforce the Race Relations Act and give advice on improving equal Opportunities for ethnic minorities

Religion and Belief
Customers will not experience unfair or unequal treatment of people because of their religion or belief. This includes any reference or behaviour that can be read as being derogatory or disrespectful towards other people whether deliberate or unintentional.

Legislation
The Government implemented the religion and belief strand of the European Employment Directive on 1 December 2003, with the Employment Equality (Religion or Belief) Regulations 2003. Discrimination based on religion or belief is now unlawful in employment and vocational training.

The legislation sends a clear signal that discrimination on grounds of religion or belief is unacceptable. The Regulations protect people of no religion, as much as those with strong religious beliefs. The legislation does not require centres to make building alterations to meet religious needs. However, it is good practice to consult staff and learners and consider whether there is anything reasonable and practical that can be done. For example, converting a common room into a quiet room or rest room for people of all religions to use.

Sexual Orientation
Customers will not experience the unfair or unequal treatment because of their sexual orientation. This includes any reference or behaviour that can be read as derogatory or disrespectful towards other people because of their sexual orientation, whether deliberate or unintentional. Sexual orientation (including heterosexuality) is a private issue for obvious reasons, and people have the right to choose if and when to talk about it. It's important that confidentiality of Customer’s sexuality is maintained. 

Legislation
The Government implemented the sexual orientation strand of the European Employment Directive on 1 December 2003, with the Employment Equality (Sexual Orientation) Regulations 2003. Discrimination based on sexual orientation is now unlawful in employment and vocational training. The legislation sends a clear signal that discrimination on grounds of sexual orientation is unacceptable. This may produce a more tolerant workplace culture, where people who choose to can be more open about their sexuality. 

Monitoring and Actions
· Hub and Learning Centres will monitor student enrolments, completions, achievements and complaints by gender, disability and ethnicity. 
· Staff applications and recruitment will be monitored by gender, disability, race and ethnicity. 
· Learning Centres’ services to Customers will be reviewed frequently to ensure that the needs of all Equality Groups are taken into account. 
This information will be used to review recruitment trends and to inform policy, practice and improvements.

See quality manual for further details. 

Dealing with Problems
The Hub and Learning Centres will not accept behaviour, whether intentional or not, that creates a feeling of unease, humiliation, intimidation or discomfort, causes offence or threatens or appears to threaten job security/course programme for Customers. If an incident occurs the discipline and/or complaints procedure should be used. All complaints will be treated seriously and with respect. 

Legislation
Protection from Harassment Act 1997

Covers sexual, racial and bullying harassment.

Organisations
ACAS

ACAS operates an arbitration service and produces a wide range of information and publications about all areas of equality and diversity in the workplace. This includes explanations of complaints procedures and what support is available for all parties. www.acas.org.uk 
