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EQUALITY POLICY 

1. Policy Statement 
Forest Row Community Pre-School is s committed to a working environment 
based upon dignity and respect that is free from any harassment, bullying, dis-
crimination, victimisation or any other form of inappropriate behaviour.  
 
The Policy builds on the Pre-School’s ongoing commitment to Diversity and 
Equal Opportunities and promotes the fair treatment of all employees irrespec-
tive of their colour, race, nationality, ethnic or national origin, gender, sex, mari-
tal status, sexual orientation, disability, religious belief, age, HIV/AIDS status or 
class.  
 
The Policy outlines the steps and options that can be taken to ensure that the 
inappropriate behaviour does not continue, underpinned by a simple set of val-
ues and behaviours, outlined below, which reflect the way we should interact 
with each other in the workplace.  
 
Workplace values & behaviours: 

• Valuing the fact that we are all different   
• Making others feel welcome and safe from Harassment, Discrimination 

and Bullying   
• Recognising the important role that every single employee makes in de-

livering Pre-School’s success   
• Being polite and courteous   
• Showing decency and honesty in everything we do   
• Being supportive and respectful of each other   
• Being aware of the impact that our behaviour can have on others   

 
Any conduct, as outlined in the Equality Policy, will be viewed extremely seri-
ously and may be treated as gross misconduct. The policy also aims to ensure 
that;   
All employees are encouraged to feel confident about bringing forward com-
plaints, without fear of ridicule or reprisal and that they are confident that sup-
port and guidance will be offered.   
 
Employees are informed that any issue will be dealt with fairly, appropriately 
and promptly.  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Employees are made aware of the consequences of failure if they do not ad-
here to these  standards.  	
 
The Pre-School reserves the right to amend this policy, and the related policies 
from time to time, and without notice.  
 
This policy is not a controlled document in printed format  
 

2. Scope 
This policy applies to all Workers of Forest Row Community Pre-School and indi-
viduals engaged by the Pre-School for service. The policy also includes treat-
ment and behaviour towards; parents, children, committee members, contrac-
tors, volunteers, suppliers, agency workers and prospective job applicants. 
 
This policy should be read inconjunction with the relevant Grievance and Disci-
plinary policies. 
 

3. Overview - the policy’s purpose is to: 
• Provide equality, fairness and respect for all in our employment, whether 

temporary, part-time or full-time  
• Not unlawfully discriminate because of the Equality Act 2010 protected 

characteristics of age, disability, gender reassignment, marriage and civil 
partnership, pregnancy and maternity, race (including colour, nationality, 
and ethnic or national origin), religion or belief, sex (gender) and sexual 
orientation 

• Oppose and avoid all forms of unlawful discrimination. This includes in pay 
and benefits, terms and conditions of employment, dealing with grievances 
and discipline, dismissal, redundancy, leave for parents, requests for flexible 
working, and selection for employment, promotion, training or other 
developmental opportunities  

 
4. Background – Discrimination 

An act which causes detriment to an individual, or group of individuals, be-
cause they have, or are perceived to have, a protected characteristic. The ac-
tion will be based on a prejudice and can be:  	
 
Direct discrimination – The individual is treated less fairly due to a protected 
characteristic. E.g. when a person is denied employment just because she is a 
woman  
 
Indirect Discrimination – When an employer applies a specific set of require-
ments on its employees which causes detriment to an individual (or group of in-
dividuals) with a protected characteristic E.g. Imposing a uniform requirement 
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stating that employees may not wear anything on their heads this would indi-
rectly discriminate because of religion or belief in so far as it affects turban-
wearing Sikh men.  	
 
 
Associative Discrimination – Someone is discriminated against just because 
they are associated with some individuals who have the above characteris-
tics. E.g. someone is treated differently because they are married to someone 
of a different race.  	
 
Discrimination by Perception – This form of discrimination is the generalization of 
the discriminated characteristic, or because someone is perceived to have a 
protected characteristic E.g. someone is treated differently because they dress 
in a way that causes comments regarding their sexuality  	
	

5. Background - Harassment 
Definition - unwanted, and unwarranted, behaviour, on the grounds of a pro-
tected characteristic, which has the purpose, or the effect of, either violating 
the claimant's dignity or creating an intimidating, hostile, degrading, humiliating 
or offensive environment for them. Harassment can be a single act or a series of 
acts.  
 
When an employee is being harassed because they have a protected charac-
teristic, then it is also deemed a case of discrimination. Regardless of whether 
harassment was intended or not, it is determined by the impact of the behav-
iour on the recipient and not by the intention of the perpetrator.  
 
Grounds of harassment may include any of the protected characteristics, and 
could be:  
 

• Behaviour which any reasonable person would know is likely to offend 
e.g. sexual touching; calling someone a racist name   

• Behaviour that would be unwelcome to, or could offend, a particular 
person e.g. certain "banter", flirting or asking someone for a private drink 
after work. In these cases first-time conduct which unintentionally causes 
offence will not be harassment but it will become harassment if the con-
duct continues after the recipient has made it clear, by words or con-
duct, that such behaviour is unacceptable to him or her. On receipt of 
grievances of this nature an infomal procedure that ensures that the per-
petrator knows that their behaviour is unacceptable, will be followed. 
However further acts, to the same recipient or another, will be deemed 
as intentional and handled formally.  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Acts of harassment can include:   
• Deliberate inappropriate physical contact, pushing or unwanted prop-

ositions.   
• Offensive publications, literature, letters, emails, faxes or screen savers.  
• Offensive jokes, comments, nicknames, graffiti or gestures.   
• Suggestive, explicit or offensive language.   

 
6. Background - Bullying 

Any offensive, intimidating, malicious or insulting behaviour, or an abuse or mis-
use of power which is meant to undermine, humiliate or injure the other person 
or a group of individuals. It is not linked to a protected characteristic  
 
Examples include:   

• Isolating individuals from events   
• Misuse of power or position e.g. threatening someone’s livelihood, over 

working, unrealistic deadlines   
• Shouting or swearing at another individual   
• Maliciously gossiping about another individual   
• Over emphasising failure   
• Making threatening phone calls   
• Publicly reprimanding or humiliating a person   
• Setting impossible targets   
• Invading privacy   

 
7. Background – Victimisation 

Victimisation occurs when an individual is given less favourable treatment than 
others in the same circumstances because; they have made a complaint 
about being discriminated against or harassed. They intend to make a com-
plaint about discrimination or harassment. They have or intend to act as a wit-
ness or give evidence in support of another person(s) relating to a complaint 
about discrimination or harassment.  

 
Examples include:   
• Making life difficult for someone   
• General unpleasantness   
• Blocking promotion opportunities   
• Excluding an individual   

 
8. The Pre-School & Committee commits to:  

Encourage equality and diversity in the workplace as they are good practice 
and make business sense 
 
Create a working environment free of bullying, harassment, victimisation and 
unlawful discrimination, promoting dignity and respect for all, and where 
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individual differences and the contributions of all staff are recognised and 
valued 
 
This commitment includes training managers and all other employees about 
their rights and responsibilities under the equality policy. Responsibilities include 
staff conducting themselves to help the Pre-School provide equal opportunities 
in employment, and prevent bullying, harassment, victimisation and unlawful 
discrimination 
 
Take seriously complaints of bullying, harassment, victimisation and unlawful 
discrimination by fellow employees, customers, suppliers, visitors, the public and 
any others in the course of the Pre-School’s work activities 
 
Such acts will be dealt with as misconduct under the organisation’s grievance 
and/or disciplinary procedures, and any appropriate action will be taken. 
Particularly serious complaints could amount to gross misconduct and lead to 
dismissal without notice 

 
Further, sexual harassment may amount to both an employment rights matter 
and a criminal matter, such as in sexual assault allegations. In addition, 
harassment under the Protection from Harassment Act 1997 – which is not 
limited to circumstances where harassment relates to a protected 
characteristic – is a criminal offence 
 
Decisions concerning staff being based on merit (apart from in any necessary 
and limited exemptions and exceptions allowed under the Equality Act) 
 
Review employment practices and procedures when necessary to ensure 
fairness, and also update them and the policy to take account of changes in 
the law 
 
Monitor the make-up of the workforce regarding information such as age, 
gender, ethnic background, sexual orientation, religion or belief, and disability 
in encouraging equality and diversity, and in meeting the aims and 
commitments set out in the equality policy 
 
Monitoring will also include assessing how the equality policy, and any 
supporting action plan, are working in practice, reviewing them annually, and 
considering and taking action to address any issues 
 

9. The Management commit to: 
All Managers are responsible for the effective implementation of the policy on 
a day-to-day basis through challenging any inappropriate behaviour, dealing 
with all complaints quickly and fairly and acting as a role model.  They are re-
sponsible for maintaining a positive working environment within the workplace.  
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This includes:   
• Promoting the Pre-School’s Equality Policy to increase awareness and 

understanding of the policy.   
• Ensuring all team members are aware of their personal responsibilities 

under the policy.   
• Offering help and support to team members who feel they have been 

subject to inappropriate behaviour.   
• Challenging inappropriate behaviours on a day-to-day basis irrespec-

tive of whether a complaint has been raised or not.   
• Dealing with all complaints quickly, sensitively and with appropriate 

confidentially ensuring the Company procedures are fully adhered to.  
• Adopting an inclusive management style and acting as a role model 

for appropriate  behaviour at work   
 

10. Workers are accountable for: 
They are responsible for contributing to a positive working environment that is 
free from all forms of harassment, bullying, victimisation, discrimination and any 
form of inappropriate behaviour and ensuring that their own personal behav-
iour does not cause offence to others either intentionally or unintentionally.  
 
Every worker has a responsibility to ensure that they do not incite, perpetrate or 
condone any form of harassment, bullying, discrimination, victimisation or any 
other form of inappropriate behaviour within the work place, work related so-
cial functions or any other work related event.  
 
All staff should understand they, as well as their employer, can be held liable for 
acts of bullying, harassment, victimisation and unlawful discrimination, in the 
course of their employment, against fellow employees, committee members, 
parents, customers, suppliers and the public 
 
All workers are responsible for participating in resolving issues brought under the 
policy either on an informal or formal basis.  
 

11. Raising a Grievance 
 
Any worker who wishes to raise a grievance should follow the Pre-School’s 
grievance policy. However, should their grievance include an allegation of har-
assment, bullying, discrimination, victimisation, or any other form of inappropri-
ate behaviour at work, they should be clear to explain this aspect to their man-
ager, detailing the following: 
 

• what the situation was   
• when it occurred   
• who was involved   
• who witnessed  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An allegation of harassment, bullying, discrimination, victimisation, or any 
other form of inappropriate behaviour at work, will be treated as serious. 
Whilst the worker raising the complaint will be offered the opportunity to fol-
low an informal grievance process, and may not wish to pursue the com-
plaint, there may be certain instances where due to the serious nature of 
the situation, the Pre-School may decide to take action in order to meet its 
obligation to maintain a duty of care to all workers. This would however be 
discussed with the individual in the first instance.  Every effort will be taken 
to ensure that complainants or witnesses involved in complaints are not 
subject to victimisation.  	
 
12. Discrimination, harassment & bullying complaints raised by a third party 

(parent, supplier, agency worker etc.) 
 
Such complaints are taken very seriously and will be investigated. A statement 
of complaint will be taken from the relevant individual to then be shared with 
the respondent. Witness statements will also be taken as appropriate.  	
 
A Formal investigation will ensue, and the outcome of either case to answer 
/no case to answer will should be communicated to the third party via the ap-
propriate commercial channels.  
 
There is no right to appeal against any internal findings, however if the third 
party is unhappy with how the matter has been addressed then this should war-
rant further commercial discussion and with due regard to any formal commer-
cial agreement/ terms in place.  
 
If you receive a potential complaint the relevant manager/committee member 
should be notified.  
 
A worker who is subject to such a complaint may be suspended on full pay dur-
ing the investigation.  
 
If the Investigating manager believes that there is a case to answer, an allega-
tion of this nature will be viewed as potentially gross misconduct. The perpetra-
tor will be suspended on full pay pending a disciplinary hearing.  
 
A separate independent manager/committee member will review the case 
and conduct the disciplinary hearing. This separate Manager will have the au-
thority to dismiss the respondent.  
 
The perpetrator has the right to appeal against any disciplinary action taken us-
ing the Pre-School’s Appeals Procedure. Another committee member will con-
duct the appeal hearing.  
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13. Enforcement 
 
All Workers are required to adhere to this policy. Any Workers found to have vio-
lated this policy, may be subject to disciplinary action up to, and including dis-
missal.  
 
Serious breaches of this policy may constitute gross misconduct and lead to 
summary dismissal.  
 
The equality policy is fully supported by Committee.  
 
Details of the organisation’s grievance and disciplinary policies and procedures 
in the Pre-School Office. 
 
Use of the Pre-Schools grievance and/or disciplinary procedures does not 
affect an employee’s right to make a claim to an employment tribunal within 
three months of the alleged discrimination. 
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