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Date next review: May 2025

Get Further is committed to providing equal opportunities in employment and to abide by all
employment and equality law. This policy sets out the organisation's position on equity, diversity,
inclusion and equal opportunity in all aspects of employment, including recruitment and
promotion, giving guidance and encouragement to members of employees at all levels to act
fairly and prevent discrimination on the grounds of sex, race, marital status, part-time and fixed
term contract status, age, sexual orientation or religion.

We aim to encourage and support diversity, equity, and inclusion and actively promote a culture
that values difference and eliminates discrimination in our workplace. We are committed to
creating a workplace culture in which diversity and inclusion is valued and everyone is treated
with dignity and respect. As part of our zero-tolerance approach to discrimination in any form,
you and any job applicants will receive equal treatment regardless of age, disability, gender
reassignment, marital or civil partner status, pregnancy or maternity, race, colour, nationality,
ethnic or national origin, religion or belief, sex or sexual orientation (Protected Characteristics).
We are also committed to providing equitable treatment to all those we deal with as an
organisation, including customers and suppliers.

This policy applies to all employees, officers, consultants, contractors, volunteers, interns, casual
workers and agency workers. Compliance with this policy should also ensure that team members
do not commit unlawful acts of discrimination. It applies to all aspects of employment with us,
including recruitment, pay, benefits and conditions, flexible working and leave, training,
appraisals, promotion, conduct at work, disciplinary and grievance procedures, and termination of
employment.

Our Chief Operating Officer (COQ), is responsible for this policy and will review it annually, with
the support of our Equity, Diversity and Inclusion (EDI) working group.

THE LAW

It is unlawful to discriminate directly or indirectly in recruitment or employment because of age,
disability, sex, gender reassignment, pregnancy, maternity, race (which includes colour,
nationality and ethnic or national origins), sexual orientation, religion or belief, or because
someone is married or in a civil partnership. These are known as "protected characteristics".

It is unlawful for an employer to fail to make reasonable adjustments to its requirements, working
practices or the physical features of the workplace where these put a disabled job applicant or
team member at a substantial disadvantage. It is also unlawful discrimination where a disabled
team member is at a substantial disadvantage due to the employer's unreasonable failure to
provide an auxiliary aid or service to the disabled team member. Discrimination after employment
may also be unlawful, e.g. refusing to give a reference for a reason related to one of the
protected characteristics.
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Staff should not discriminate against or harass a member of the public in the provision of
services, goods or facilities. It is unlawful to fail to make reasonable adjustments to overcome
barriers to using services caused by disability. The duty to make reasonable adjustments includes
the removal, adaptation or alteration of physical features, if the physical features make it
impossible or unreasonably difficult for disabled people to make use of services. In addition,
service providers have an obligation to think ahead and make reasonable adjustments to address
any barriers that may impede disabled people from accessing a service.

TYPES OF UNLAWFUL DISCRIMINATION

Direct discrimination is where a person is treated less favourably than another because of a
protected characteristic. An example of direct discrimination would be refusing to employ a
woman because she is pregnant.

In limited circumstances, employers can directly discriminate against an individual for a reason
related to any of the protected characteristics where there is an occupational requirement. The
occupational requirement must be crucial to the post and a proportionate means of achieving a
legitimate aim.

Indirect discrimination is where a provision, criterion or practice is applied that is discriminatory
in relation to individuals who have a relevant protected characteristic (although it does not
explicitly include pregnancy and maternity, which is covered by indirect sex discrimination) such
that it would be to the detriment of people who share that protected characteristic compared
with people who do not, and it cannot be shown to be a proportionate means of achieving a
legitimate aim.

Harassment is where there is unwanted conduct, related to one of the protected characteristics
(other than marriage and civil partnership, and pregnancy and maternity which are covered by
direct discrimination provisions in the Equality Act 2010) that has the purpose or effect of
violating a person's dignity; or is reasonably considered by that person to create an intimidating,
hostile, degrading, humiliating or offensive environment. It does not matter whether or not this
effect was intended by the person responsible for the conduct.

Associative discrimination is where an individual is directly discriminated against or harassed for
association with another individual who has a protected characteristic (although it does not cover
harassment because of marriage and civil partnership, and (according to guidance from the
Government and Acas) pregnancy and maternity).

Perceptive discrimination is where an individual is directly discriminated against or harassed
based on a perception that he/she has a particular protected characteristic when he/she does not,
in fact, have that protected characteristic (other than marriage and civil partnership, and
pregnancy and maternity).

Victimisation occurs where a team member is subjected to a detriment, such as being denied a
training opportunity or a promotion because he/she made or supported a complaint or raised a
grievance under the Equality Act 2010, or because he/she is suspected of doing so. However, a
team member is not protected from victimisation if he/she acted maliciously or made or
supported an untrue complaint in bad faith.
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Failure to make reasonable adjustments is where a physical feature or a provision, criterion or
practice puts a disabled person at a substantial disadvantage compared with someone who does
not have that disability and the employer has failed to make reasonable adjustments to enable
the disabled person to overcome the disadvantage.

EQUAL OPPORTUNITIES IN EMPLOYMENT

Get Further will avoid unlawful discrimination in all aspects of employment including recruitment,
promotion, opportunities for training, pay and benefits, discipline, and selection for redundancy.

Advertising: Person and job specifications will be limited to those requirements that are
necessary for the effective performance of the job. When recruiting or promoting, we will aim to
take steps to improve the diversity of our workforce and provide equality of opportunity.
Vacancies should generally be advertised to a diverse section of the labour market.
Advertisements should avoid stereotyping or using wording that may discourage particular
groups from applying. We will include a short policy statement on equal opportunities and our
commitment to equity, diversity, and inclusion in the workplace in role advertisements and state
that a copy of this policy will be made available on request.

Selection: Shortlisting, interviewing and other selection exercises, such as redundancy selection,
will be conducted on the basis of merit, against objective criteria that avoid discrimination.
Candidates for employment or promotion will be assessed objectively against the requirements
for the job, taking account of any reasonable adjustments that may be required for candidates
with a disability. Shortlisting and interviewing should be done by more than one person where
possible.

Disability and personal or home commitments will not form the basis of employment decisions
except where necessary. Job applicants should not be asked about health or disability before a
job offer is made, except in the very limited circumstances allowed by law: for example, to check
that the applicant could perform an intrinsic part of the job (taking account of any reasonable
adjustments), or to see if any adjustments might be needed at interview because of a disability.
Where necessary, job offers can be made conditional on a satisfactory medical check. Health or
disability questions may be included in equal opportunities monitoring forms, which must not be
used for selection or decision-making purposes.

Job applicants should not be asked questions that might suggest an intention to discriminate on
grounds of a Protected Characteristic. For example, applicants should not be asked whether they
are pregnant or planning to have children.

We are required by law to ensure that all employees are entitled to work in the UK. Assumptions
about immigration status should not be made based on appearance or apparent nationality. All
prospective employees, regardless of nationality, must be able to produce original documents
(such as a passport) before employment starts, to satisfy current immigration legislation. The list
of acceptable documents is available from the HR Department or UK Visas and Immigration.

Working practices: The organisation will consider any possible indirectly discriminatory effect of
its standard working practices, including the number of hours to be worked, the times at which
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these are to be worked, and the place at which work is to be done, when considering requests for
variations to working practices and will refuse such requests only if it considers it has good
reasons, unrelated to any protected characteristic, for doing so. The organisation will also make
reasonable adjustments to its standard working practices to overcome barriers caused by
disability. If you are disabled or become disabled, we encourage you to tell us about your
condition so that we can consider what reasonable adjustments or support may be appropriate.

Part-time and fixed-term staff should be treated the same as comparable full-time or permanent
staff and enjoy no less favourable terms and conditions (on a pro-rata basis where appropriate),
unless different treatment is justified.

OTHER PEOPLE NOT EMPLOYED BY THE ORGANISATION

Get Further will not discriminate unlawfully against individuals using or seeking to use goods,
facilities or services provided by the organisation. Employees should report any bullying or
harassment by anyone related to the organisation to their manager.

YOUR RESPONSIBILITIES

Every team member is required to assist the organisation to meet its commitment to provide
equal opportunities in employment and avoid unlawful discrimination. Employees can be held
personally liable as well as, or instead of, the organisation for any act of unlawful discrimination.
Employees who commit serious acts of harassment may be guilty of a criminal offence. Acts of
discrimination, harassment, bullying or victimisation against team members or customers are
disciplinary offences and will be dealt with under Get Further's disciplinary procedure.
Discrimination, harassment, bullying or victimisation may constitute gross misconduct and could
lead to dismissal without notice.

GRIEVANCES

If you consider that you may have been unlawfully discriminated against, you may use Get
Further’s grievance procedure to make a complaint. Get Further will take any complaint seriously
and will seek to resolve any grievance that it upholds. You will not be penalised for raising a
grievance, even if your grievance is not upheld, unless your complaint is both untrue and made in
bad faith. Complaints will be treated in confidence and investigated as appropriate.

Use of the organisation's grievance procedure does not affect your right to make a complaint to
an employment tribunal. Complaints to an employment tribunal must normally be made within
three months beginning with the act of discrimination complained of.

There must be no victimisation or retaliation against staff who complain about or report
discrimination. If you believe you have been victimised for making a complaint or report of
discrimination or have witnessed it happening to someone else in the workplace, you should raise
this through our grievance procedure.

We encourage the reporting of all types of potential discrimination, as this assists us in ensuring
that diversity, equity, and inclusion principles are adhered to in the workplace. However, making a
false allegation in bad faith, or that you know to be untrue, will be treated as misconduct and
dealt with under our disciplinary procedure.
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BREACHES OF THIS POLICY

We take a strict approach to breaches of this policy, which will be dealt with in accordance with
our disciplinary procedure. Serious cases of deliberate discrimination and victimisation may
amount to gross misconduct resulting in dismissal.

HOW THIS POLICY WILL BE IMPLEMENTED

Equity, Diversity and Inclusion (EDI) working group: We have established an EDI working group,
comprising representatives from across the organisation. The group meets regularly to review and
enhance EDI strategy, culture, and policies, including recruitment and cultural ways of working
guidelines. This group is responsible for ensuring the wider team and partners are trained and
engaged in working towards an equal and inclusive workplace. EDI training and workshops take
place at the Get Further team days (which occur three times a year).

Recruitment: This policy is embedded across all Get Further’s recruitment practices. Our
recruitment procedures will be reviewed regularly by our EDI working group to ensure that
individuals are objectively assessed on the basis of their relevant merits and abilities.

Induction: This policy is included in the staff handbook and is shared with all new starters as part
of their induction. We will support colleagues to engage with this policy from the beginning of
their time with the organisation, to encourage their commitment to the policy.

Training: Get Further will provide annual training in best practice to Managers and others likely
to be involved in recruitment or other decision-making where equal opportunities issues are likely
to arise. The training will also enable staff to deal more effectively with complaints of bullying
and harassment, as well as to cascade this commitment across their wider teams. Get Further
will ensure that all staff members who deliver apprenticeship training are included in EDI training
and that the training covers working with employers and apprentices.

Reviews: This policy will be reviewed annually, first by the EDI working group, and subsequently
by the Board of Trustees, to ensure it remains up to date with best practice, and considering
employees’ needs as part of the review process.

Policy reviewed and signed by CEO

b Mot

31/05/2024
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