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1. Introduction 

Poles APart AP aims to meet its obligations under the public sector equality duty by having 

due regard to the need to: 

● Eliminate discrimination and other conduct that is prohibited by the Equality Act 2010 

● Advance equality of opportunity between people who share a protected 

characteristic and people who do not share it 

● Foster good relations across all characteristics – between people who share a 

protected characteristic and people who do not share it 

This document meets the requirements under the following legislation: 

● The Equality Act 2010, which introduced the public sector equality duty and protects 

people from discrimination. 

● The Equality Act 2010 (Specific Duties) Regulations 2011 require school settings to 

publish information to demonstrate how they are complying with the public sector 

equality duty and to publish equality objectives 

This document is also based on Department for Education (DfE) guidance: The 

Equality Act 2010 and schools. 

 

 



 

 

 

 

   
 

2. Aims                                                                                              

The directors will ensure that the equality information and objectives as set out in this 

statement are published and communicated throughout the business, including to staff, 

students and parents. They will also ensure that they are reviewed and updated at least once 

every four years. 

3. Eliminating Discrimination 

Poles APart is aware of its obligations under the Equality Act 2010 and complies with non-

discrimination within all provisions. 

Where relevant, our policies include reference to the importance of avoiding discrimination 

and other prohibited conduct. 

Where responsibilities under the Equality Act are discussed in meetings it is recorded in the 

meeting minutes. 

4. Advancing Equality of Opportunity 

As set out in the DFE guidance on the Equality Act, Poles APart aims to advance equality of 

opportunity by: 

● Removing or minimising disadvantages suffered by people which are connected to a 

particular characteristic they have (e.g. students with disabilities, or gay pupils who 

are being subjected to homophobic bullying) 

● Taking steps to meet the particular needs of people who have particular 

characteristics 

5. Fostering Good Relations 

Poles APart aims to foster good relations between those who share a protected 

characteristic and those who do not share it by: 

● Promoting tolerance, friendship and understanding of a range of religions and 

cultures through different aspects of our curriculum. This is featured in our 

PSHE/RSE education, but also activities in other curriculum areas. For example, as 

part of teaching and learning in English, students will be introduced to literature from 

a range of cultures and written by a range of people from different backgrounds and 

communities. 



 

 

 

 

   
 

● Encouraging and implementing initiatives to deal with tensions between different 

groups of students within our provision. We also work with parents to promote 

knowledge and understanding of different cultures. 

● Continuing to develop links with people and groups who have specialist knowledge 

about particular characteristics, which help inform and develop our approach. 

6. Recruitment and Selection 

All employees have personal responsibility for the practical application of the policy and 

those with responsibility for staff are reminded that they may be held individually accountable 

for ensuring that no form of discrimination occurs in the recruitment, selection, promotion, 

and training of employees. 

Enquiries will be made into suspected cases of direct discrimination or acts of commission or 

omission, which lead to indirect discrimination. Any such practices will be stopped, and 

disciplinary action may be taken against the individual(s) concerned. 

The selection process is of crucial importance and must be carried out according to 

objective job-related criteria which must be subject to regular review. Poles APart will 

endeavour, through appropriate training, to ensure that employees making selection 

decisions will not discriminate whether consciously or unconsciously in making these 

decisions. Please also see the Safer Recruitment Policy. 

Poles APart will ensure: 

● That the selection criteria relate to job requirements and are not discriminatory by 

asking for inappropriate qualifications or experience 

● Job advertisements are not without proper reason confined to publications or worded 

in such a way as to exclude applicants either individually or of a particular group 

● Advertisements will carry a statement that Poles APart is an equal opportunity 

employer 

● Every job is open equally to all applicants with the required qualifications, except 

where conditions of privacy, decency or authenticity cause concern 

● Applications will be dealt with in accordance with the Safer Recruitment Policy 

● Where selection tests are used, they are validated to ensure they relate directly to the 

job requirements and/or career requirements and measure an individual’s ability to 

do or train for the particular work or career. Such tests are reviewed regularly to 

check that they remain relevant and free from bias either in content or scoring. 

 

7. Grievances 



 

 

 

 

   
 

Employees who believe that they have experienced unfair or unlawful discrimination, racist 

or sexist abuse, or harassment should raise their concerns through the applicable grievance 

procedure. It is important to understand that employees who consider they have failed to 

secure adequate redress, within the complaints process, may choose to take their case to an 

industrial tribunal. External applicants who feel they have been unfairly discriminated against 

may also take their case to an industrial tribunal. In these circumstances, complaints can be 

brought against individual employees as well as the directors. 

8. Complaints 

Employees who believe that they have suffered any form of discrimination, harassment, or 

victimisation are entitled to raise the matter through the agreed procedures. All complaints of 

discrimination will be dealt with seriously, promptly, and confidentially. See the Complaints 

Policy. 

9. Monitoring 

Poles APart will establish appropriate information and monitoring systems to assist the 

effective implementation of the policy. Information will only be collected which will be used 

and will be held confidentially. Most organisations will collect information based on current 

UK legislation.  

Protected characteristics: 

● Age 

● Disability 

● Gender reassignment 

● Marriage and civil partnership 

● Pregnancy and maternity 

● Race 

● Religion or belief 

● Sex 

● Sexual orientation 

The directors will review the implementation and the need for monitoring. 

10. Positive Action 

The Equality Act allows employers to take positive action if they think that employees or job 

applicants who share a protected characteristic suffer a disadvantage connected to that 

characteristic, or if their participation in an activity is kept disproportionately low by 

influences beyond their control. 



 

 

 

 

   
 

Under the Equality Act 2010, organisations may, in certain circumstances, take a protected 

characteristic into consideration when making decisions about recruitment or promotion. 

This is permissible only where candidates are “as qualified as” each other for a particular 

role. This does not mean candidates must hold identical qualifications, but rather that, when 

assessed against a range of relevant criteria, they are considered equally capable of 

performing the duties of the post. 

There must also be clear evidence that individuals with the protected characteristic in 

question experience particular disadvantage in the workplace, or are disproportionately 

under-represented within the organisation or in the specific role being advertised. 

In such circumstances, the protected characteristic may be used as a tie-breaker when 

determining which equally qualified candidate to appoint. However, there must be no policy 

or practice of automatically treating applicants with a protected characteristic more 

favourably. All candidates must be assessed objectively on their individual merits, abilities, 

and qualifications. Any deviation from this principle would be considered unlawful and 

discriminatory.  

11. Equality Considerations in Decision-Making 

Poles Apart AP ensures that equality considerations are embedded in all significant decision-

making processes. We have due regard to the need to eliminate discrimination, advance 

equality of opportunity, and foster good relations across all areas of our provision. 

Equality Objectives 

In accordance with the Equality Act 2010 and the Public Sector Equality Duty, Poles Apart 

AP sets and reviews measurable equality objectives to promote inclusion and equality of 

opportunity for all. Our current objectives are as follows: 

 

 

Objective 1: Reduce the number of race-related incidents 

Rationale: Poles Apart AP recognises the importance of promoting racial harmony and 

actively challenging racism within our setting. 

Actions: We will tackle racial discrimination by promoting equality of opportunity, positive 

relationships, and inclusion through our curriculum, policies, and daily practice. Racist 

incidents will be addressed and recorded through restorative approaches, with outcomes 

monitored by senior leaders. 



 

 

 

 

   
 

Progress: Allegations of harassment or discrimination based on ethnicity are investigated 

through our disciplinary and safeguarding procedures. All incidents are recorded, reviewed, 

and monitored by Directors to identify patterns and prevent recurrence. 

 

Objective 2: Ensure all staff and Directors involved in recruitment and selection are 

trained in equality and non-discrimination 

Rationale: To ensure that all recruitment practices comply with the Equality Act 2010 and 

reflect our commitment to fairness and inclusion. 

Actions: Safer Recruitment training will be updated to include a specific focus on equality 

and non-discrimination. 

Progress: Evaluation of training outcomes will evidence that 100% of participants 

demonstrate a clear understanding of legal requirements and inclusive recruitment practices. 

 

Objective 3: Embed equality and diversity throughout the curriculum 

Rationale: To ensure that our curriculum reflects and celebrates diversity, challenges 

stereotypes, and promotes equality of opportunity. 

Actions: Equality and diversity themes will be identified and integrated into curriculum 

planning, lesson content, and community sessions. 

Progress: Curriculum planning documents highlight where equality is actively addressed, 

and staff continue to develop inclusive resources and teaching approaches. 

Designated Persons:  Human Resources          
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07/07/24 Amy Goodall 

Review of policy completed, 

updates completed where 

deemed necessary. 

07/07/25 

18/08/2025 Indya Coggins 

Review of policy completed, 

updates completed where 

deemed necessary. 

 

18/08/2026 

18/08/2026 Indya Coggins 

Review of policy completed, 

updates completed where 

deemed necessary. 
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