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The Development Fund Ltd. 
 
 
Equality & Diversity Policy 

 

1. Policy Statement 

1.1 The Development Fund Ltd. aims for equality of opportunity in employment and service 
delivery. The company recognises that discrimination, harassment and bullying are 
unacceptable and that it is in the interests of the organisation, its employees, apprentices, 
learners and partners that the skills of each individual are effectively utilised.  

We aim to be a model employer and training provider by: 

• Promoting equality and diversity to our learners, our employees and the employers 
that we work with 

• Ensuring that our workforce reflects the demographic of the population 
• Demonstrating responsiveness to the needs of individuals and organisations 
• Effectively challenging and eradicating discrimination in all its forms. 

Scope 

The Development Fund is a functionally diverse organisation operating in a local, national 
and international context. We expect all staff, apprentices, students, visitors, external 
examiners, partners and contractors to behave in accordance with this policy and to have 
regard for our values. The principles of equality, diversity and inclusion apply to the way in 
which staff and apprentices should treat each other, and to all visitors, contractors, sub-
contractors, service providers, suppliers, former staff, apprentices and students and any 
other persons associated with any part of our business.  
 
1.2 It is the aim of the company to ensure that no employee, job applicant, applicant for a 
place on a training programme, apprentice or learner receives less favourable facilities or 
treatment because of any of the nine ‘protected characteristics’ covered by the Equality Act 
2010 (and listed under section 1.6 of this policy), or are placed at a disadvantage by imposed 
conditions or requirements which cannot be shown to be justified. 

1.3 The company wishes to see that its own workforce and the apprentices and learners 
that it supports are reflective of the communities in which we operate and work and that 
there is parity of achievement and progression for all learners regardless of their protected 
characteristics.  

1.4 The Development Fund recognises that the Equality Act 2010 makes it unlawful for staff 
to discriminate directly or indirectly, or harass customers or clients because of their protected 
characteristics of disability, gender reassignment, pregnancy and maternity, race, religion or 
belief, sex, sexual orientation (or age) in the provision of goods and services.  
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1.5 This policy, the supporting Equality & Diversity Strategy and associated arrangements 
shall operate in accordance with statutory requirements. In addition, full account will be 
taken of any Codes of Practice issued by the Equality and Human Rights Commission, the 
Department for Business, Innovation and Skills and other statutory bodies.  

1.6 In particular we seek to ensure that responsibilities under the Equality Act 2010 are met 
and exceeded. The Development Fund is committed to ensuring that staff, apprentices, 
learners and customers are not treated unfairly in relation to any protected characteristic 
covered by the Act:  

• Age; 
• Disability (which includes mental health and people diagnosed as clinically obese); 
• Race; 
• Religion or belief; 
• Sex; 
• Sexual orientation; 
• Gender re-assignment (people who have had or are having a sex change, 

transvestites and transgender people); 
• Marriage and civil partnership;  
• Pregnancy and maternity. 

2. Definitions 

2.1 Where discrimination against any person or group is referred to it shall be deemed to be 
potential discrimination within any of the categories within the policy statement as follows:  

• Direct discrimination: discrimination because of a protected characteristic.  
• Indirect discrimination: when a rule or policy that applies to everyone but 

disadvantages a person with a protected characteristic. 
• Harassment: behaviour deemed offensive by the recipient, even when it's not 

directed at them.  
• Associative discrimination: defined as direct discrimination against someone 

because they are associated with another person with a protected characteristic. 
(This includes carers of disabled people and elderly relatives. It also covers 
discrimination against someone because, for example, their partner is from another 
country.) 

• Perceptive discrimination: where an individual is directly discriminated against or 
harassed based on a perception that he or she has a particular characteristic when 
he or she does not, in fact, have that protected characteristic. 

• Harassment by a third party: occurs where an employee is harassed and the 
harassment is related to a protected characteristic, by third parties such as clients or 
customers or a contractor.  

•  Victimisation: occurs when an employee is subjected to a detriment, such as being 
denied a training opportunity or a promotion because he or she made or supported 
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a complaint or raised a grievance under the Equality Act 2010, or because he or she 
is suspected of doing so, or being about to do so.  

3. Disability 

3.1 Disability, in the context of this policy, includes those with learning and physical 
disabilities/difficulties, sensory impairment and difficulties due to mental health. 
Development Fund is committed to:  

• Challenging stereotyping and discrimination on the basis of disability  
• Eliminating discrimination against people with disabilities in its procedures and 

practices 
• The provision of access, facilities, support and services to meet the needs of people 

with disabilities and 
• Valuing all apprentices’, learners’ and staff achievements and celebrating success. 

4. Young people & vulnerable adults 

4.1 The organisation has a policy and set of procedures relating to the protection of young 
people and vulnerable adults. The policy is issued and discussed with apprentices, learners, 
employers and staff at induction.  

5 Managerial Responsibilities 

5.1 The responsibility for ensuring effective implementation and operation of these 
arrangements will rest with the Managing Director, Mat Chapman. Managers shall ensure 
that they and their staff, apprentices and learners operate within the policy and 
arrangements, and that all reasonable and practical steps are taken to avoid discrimination. 
Each manager will ensure that:  

• All staff, apprentices and learners are aware of the policy, arrangements and reasons 
for the policy 

• Grievances concerning discrimination are dealt with properly, fairly and as quickly 
possible 

• Proper records are maintained. Records will also be maintained relating to the 
recruitment, selection, training & development and employment practices of the 
organisations that we work with (e.g. employers with staff on apprenticeship 
programmes, external consultants engaged by the company to deliver training and/or 
assessment activities). 

5.2 The Managing Director, supported by the senior management team, will be responsible 
for monitoring operation of the policy in respect of employees, job applicants, apprentices 
and learners. 

5.3 The senior management team will identify any underrepresented groups (within the 
workforce and identify any achievement gaps. The senior management team will agree 
when planned actions are complete and will make recommendations regarding further 
improvements and developments to be included in the organisation’s plans. 
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6. Responsibility 

6.1 Whilst the responsibility for ensuring that there is no unlawful discrimination rests with 
the management team, the attitudes of staff, apprentices and learners are critical to the 
successful operation of fair employment and learning practices. In particular all staff, 
apprentices and learners should:  

• Comply fully with the policy and arrangements 
• Not discriminate in their day to day activities or induce others to do so 
• Not victimise, harass or intimidate other staff, apprentices, learners or groups on the 

grounds specified in this policy statement 
• Inform their manager, or work-place supervisor, if they become aware of any 

discriminatory practice.  

7. Related Policies and arrangements 

7.1 All employment and training related policies and procedures have a bearing on equality 
of opportunity. The organisations policies and procedures will be reviewed regularly and 
discriminatory elements removed. 

8. Training 

8.1 Training will be provided for all staff and managers on this policy and the arrangements 
for its implementation, monitoring and review. Briefing sessions will be held on equality & 
diversity issues at least annually for the benefit of all staff. 

8.2 New apprentices and learners should be issued with a copy of their employer’s own 
equality and diversity policy. In addition, information is included in the Apprentice/Learner 
Handbook given to all apprentices and learners at the start of their training. 

8.3 Understanding of equality and diversity issues will be assessed on an ongoing basis as 
part of their regular formal progress reviews. 

9. Monitoring 

9.1 The company states its intention not to discriminate and assumes that this will be 
translated into practice consistently across the organisation as a whole. Accordingly, a 
monitoring system will be maintained to measure the effectiveness of the policy and its 
arrangements. 

9.2 The system will involve the routine collection and analysis of data relating to apprentices, 
learners and employees by gender, marital status, ethnic origin, sexual orientation, religion 
or beliefs, grade and (for employees) length of service in current grade.  

9.3 Information regarding the number of apprentices or employees who declare themselves 
as disabled will also be maintained. 

9.4 There will be regular monitoring of apprentice outcomes, grades and completion rates 
against our equal opportunities and equality and diversity policy. 
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9.5 We will maintain information on apprentices who have been involved in occurrences 
around complaints, disciplinary, grievance, bullying and harassment that may be related to 
equality and diversity issues. 

9.6 The information collected for monitoring purposes will be treated as confidential and it 
will not be used for any other purpose. In exceptional cases, it can be made available to 
inspectors from Ofsted, ESFA or the IfA, if part of any investigation or inspection, however 
we reserve the right to redact text to anonymise the identity of apprentices where we 
consider that such information may be negative or have deleterious impact on the 
apprentice. 

9.8 If monitoring shows that the Company, or areas within it, are not representative, or that 
sections of our apprentice body are not progressing properly within their apprenticeship 
programme, then an action plan will be developed to address these issues. This will include 
a review of teaching, learning and assessment in the case of apprentices as well as 
consideration of taking legal Positive Action. 

 

10. Review 

This policy will be reviewed annually by the Managing Director and the Senior Management 
Team.  


	Scope

