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Hill House School Policy
Equality and Diversity

Hill House School is commiitfed fo safequarding and promoting the welfare of children
and young people and expects all staff fo share this commitment. It is our aim that all
young people 1ulfil their potential

Summary

Hill House is made up of amazing people. Each of us is unique, whether in terms of our
background, personal characteristics, experience, skills or motivations. And we value our
people for the differences they bring to the table. These differences - this diversity - is
powerful

Fostering an inclusive culture helps each of us to benefit from a wider range of these
different perspectives, experiences and skills. We believe that this creates a happier, more
productive working environment for us all

To support this inclusive culture, this policy:
e outlines our commitment throughout the employment lifecycle to equality, diversity
and inclusion and sets out how we put this commitment into practice;
e explains the behaviours we expect of our people in support of this commitment;
e sets out the key steps we take to make our culture as inclusive as possible,
including our diversity and inclusion framework and how we ensure equality of
opportunity throughout the employment lifecycle.

This policy applies to everyone working at Hill House

We are committed to complying fully with our legal obligations under the equality laws
and guidance and to responding to these speedily and thoroughly

We recognise the personal characteristics that are protected by law and that are outlined
in the Equality Act 2010



We believe that a culture of equality, diversity and inclusion not only benefits our
organisation but supports wellbeing and enables our people to work better because they can
be themselves and feel that they belong

We are committed to promoting a working environment based on dignity, trust and respect,
and one that is free from discrimination, harassment, bullying or victimisation

We ensure that our recruitment, promotion and retention procedures do not treat people
less favourably because of their:
e disability;
gender, gender identity or gender reassignment status;
marital status;
race, racial group, ethnic or national origin, or nationality;
religion or belief;
sexual orientation;
age;
civil partnership status;
pregnancy or maternity;
paternity;
educational background;
socio-economic background;
caring responsibilities;
part-time status; or
fixed-term status

What we expect from you

We expect you, and every one of our people, to take personal responsibility for observing,
upholding, promoting and applying this policy. Our culture is made in the day-to-day
working interactions between us so creating the right environment is a responsibility that we
all share

Cultivating this culture does not happen by accident but requires ongoing commitment and
nurturing. The reality is that we live in a world where areas of difference (whether gender,
sexual orientation, ethnicity or others) often translate to biases, challenges and barriers that
may not be faced by others. And the more areas of difference a person brings, the more this
effect can be compounded

We expect you to treat your colleagues and third parties (including customers, suppliers,
contractors, agency staff and consultants) fairly and with dignity, trust and respect

Sometimes, this may mean allowing for different views and viewpoints and making space for
others to contribute

By embedding such values and constructively challenging inappropriate comments or ways
of working, you can help us achieve and maintain a truly inclusive workplace culture

Any dealings that you have with colleagues or third parties must be free from any form of
discrimination, harassment, victimisation or bullying



If any of our people is found to have committed, authorised or condoned an act of
discrimination, harassment, victimisation or bullying, we will take action against them
including under our Disciplinary procedure

You should be aware that you can be personally liable for discrimination and harassment

Discrimination

The Equality Act 2010 prohibits discrimination because of certain protected characteristics.
These are:

e disability;

sex;

gender reassignment;
marital or civil partnership status;
race;
religion or belief;
sexual orientation;
age; and
pregnancy or maternity

Discrimination can be intentional or unintentional and may occur directly, indirectly, by
association, or by perception

There are also two specific types of discrimination that apply only to disability:
"discrimination arising from disability" and "failing to make reasonable adjustments"

Discrimination is not always obvious and can be subtle and unconscious. This stems from a
person's general assumptions about the abilities, interests and characteristics of a particular
group that influences how they treat those people (known as "unconscious bias"). Such
assumptions or prejudices may cause them to apply requirements or conditions that put
those in particular groups at a disadvantage. Examples include:
e steering employees into particular types of work on the basis of stereotypical
assumptions without considering the particular attributes and abilities of individuals;
e recruiting or promoting individuals into particular roles because of assumptions about
the reactions or preferences of other employees or clients; and
e using different standards for different groups of employees to judge performance

Different types of discrimination under the Equality Act 2010

1. Direct discrimination: Treating someone less favourably because of a protected
characteristic compared with someone who does not have that characteristic (for
example choosing not to recruit someone because they are disabled and you think
they "wouldn't fit in" to the team)

2. Indirect discrimination: Where a policy, procedure or way of working that applies
to everyone puts people with a particular protected characteristic at a disadvantage,
compared with people who do not have that characteristic, unless there is a good
reason to justify it. An example is introducing a requirement for all staff to finish
work at 6pm. It is arguable that female employees, who statistically bear the larger



share of childcare responsibilities could be at a disadvantage if the new working
hours prevent them from collecting their children from school or nursery

3. Associative discrimination: Treating someone less favourably because they are
associated with someone who has a protected characteristic, for example because
their partner is transgender

4. Discrimination by perception: Treating someone less favourably because you
perceive them to have a protected characteristic even if they do not, for example
choosing not to promote someone because you mistakenly perceive them to be gay

5. Discrimination arising from disability: Treating someone unfavourably because
of something connected with that person's disability and where such treatment is not
justified. Examples include: dismissing or failing to pay a bonus to someone because
of their disability-related absence

6. Failing to make reasonable adjustments: Employers are legally obliged to make
reasonable adjustments to ensure that aspects of employment, or the employer's
premises, do not put a disabled person at a substantial disadvantage. Failing to
comply with this duty is unlawful. Examples of reasonable adjustments might
include: allocating some of the disabled person's duties to a colleague; changing
their working hours or place of work; adjusting procedures for assessing job
candidates; and modifying disciplinary and grievance procedures

Harassment and Sexual Harassment

Harassment is unwanted conduct related to a protected characteristic that has the purpose
or effect of:
e violating someone else's dignity; or
e creating an intimidating, hostile, degrading, humiliating or offensive environment for
someone else

Sexual harassment is:

e conduct of a sexual nature that has the purpose or effect of violating someone's
dignity, or creating an intimidating, hostile, degrading, humiliating or offensive
environment; and

e less favourable treatment related to sex or gender reassignment that occurs because
of a rejection of, or submission to, sexual conduct

You should refer to the Harassment and Bullying Policy for further information on our
procedure for reporting harassment

Victimisation

Victimisation is treating another person detrimentally either because that person has made a
complaint of discrimination or harassment, or because they have supported someone else
who has made such a complaint, for example by giving a witness statement that supports
the allegations



Bullying

There is no legal definition of bullying. However, we regard it as conduct that is offensive,
intimidating, malicious, insulting, or an abuse or misuse of power, and usually persistent,
that has the effect of undermining, humiliating or injuring the recipient

Bullying can be physical, verbal or non-verbal conduct. It is not necessarily face to face and
can be done by email, phone calls, online or on social media. Bullying may occur at work or
outside work

If the bullying relates to a person's protected characteristic, it may also constitute
harassment and, therefore, will be unlawful

Equality of Opportunity:
Recruitment

We take reasonable and appropriate steps to encourage job applications from as diverse a
range of people as possible

Anyone making a decision about recruitment must not discriminate in any way and must
have attended appropriate Equality and Diversity training

Every decision-maker should challenge themselves, and other members of the recruitment
selection panel, to make sure that any stereotypes, unconscious bias or prejudice do not
play any part in recruitment decisions

Career Development

Any decision made in relation to a person's promotion or career development must be free
from discrimination

We ensure that selection criteria and processes for recruitment and promotion are reviewed
on a regular basis so that there is no discriminatory impact on a certain group

Disability Inclusion:
Recruiting people with a disability

The recruitment team will consider disability in advance of a recruitment campaign so that
advertising, application forms and assessments, arrangements for interviews, job
descriptions and employee specifications, and selection criteria are appropriate and as
inclusive as possible

Talking about disability

We understand that some people find it hard to discuss their disabilities and that disability
can be invisible

Psychological safety, where people feel able to speak up about their experiences without
fear of negative consequences, is paramount to ensuring disability inclusion



However, this is only possible if we treat people with dignity, trust and respect and we
expect everyone to uphold these values

We do not tolerate ableist language in our organisation. Ableist language is language that is
negative, inappropriate or offensive towards people with a disability and may take the form
of jokes or "banter"

If you adopt such language, we will take action against you including under our Disciplinary
Process

Reasonable Adjustments

If you have a disability, you do not have to tell us. However, we would encourage you to let
us know so that we can support you, for example by making reasonable adjustments to our
premises or to aspects of your role, or to our working practices

If you are experiencing difficulties at work because of your disability, please speak to your
line manager to discuss potential reasonable adjustments that may alleviate or minimise
such difficulties. We may need to discuss your needs with you and your medical adviser
to help us get the right support in place

For colleagues who are returning from long-term disability-related absence, we have a
return-to work support programme in place. For further information, please speak to your
line manager

Support

If you have a disability, or you care for someone with a disability, and need emotional
support or help with practical issues, please contact our employee assistance programme for
free, confidential advice. You can contact them on 0800 028 0199 and quote ref
MHA095331

Accessibility

If you experience accessibility issues due to your disability, for example because of aspects
of our premises or because you do not have adaptive equipment to help you perform your
role, please speak to your line manager to discuss any reasonable adjustments that

may be available

Training

If you are involved with making decisions about a person's employment, you must complete
appropriate equality, diversity and inclusion training

All new starters must complete equality, diversity and inclusion training as part of their
onboarding/induction programme

Every current employee must complete regular equality, diversity and inclusion training on
at least an annual basis



We expect all our people to proactively support our equality, diversity and inclusion
initiatives, every day, without exception

Pay awards

The Company’s arrangements for determining employee salaries are based on the principle
of awarding individual merit and therefore providing equality of pay regardless of gender,
marital status, age, disability, colour, race, nationality, citizenship, ethnic or national origin,
religion or sexual orientation or the number of hours they work. These arrangements are
designed to ensure that pay awards are based on objective criteria, free from discrimination
and have due regard to the principle of equal pay for work of equal value

Progressive Medical Conditions

It is CareTech’s policy to ensure that all employees with potentially contagious diseases, for

example:
e HIV/AIDS
e SARS

e Hepatitis A, Bor C
are treated equally and not discriminated against, and that all possible measures are taken
within the Company to ensure they have reasonable time off work for health-check
appointments and any necessary workplace adjustments

Though a person with HIV / AIDS and other conditions may not consider themselves to be
disabled, they are afforded protection under legislation as the ailment is considered a
disability as HIV can be a progressive condition controlled by drugs

As a person’s HIV status is not obvious, it is up to the infected worker to disclose their
status to line management. The Company will encourage further disclosure only when
absolutely necessary and will do everything possible to ensure the support of fellow workers

Further disclosure might be beneficial when the infected employee explicitly wishes and
consents to it in order to reduce the stress of not divulging or when it helps facilitate the
person’s ability to do the job

If the infected worker does not want to disclose their HIV status, the Company is obliged by
the General Data Protection Regulation (GDPR) and the Human Rights Act to keep it
confidential. All necessary employee training on how to deal with the information will be
carried out. If any adjustments are necessary, the employee’s colleagues do not need to be
told the precise medical reason

Any harassment of CareTech workers infected with HIV or other potentially contagious
diseases will not be tolerated and we will take action against them including under our
Disciplinary procedure



Responsibilities and Procedure:

Hill House takes responsibility for reviewing this policy regularly and achieving its aims

The HR department, will collate information, solely for the purpose of monitoring equal
opportunity and to ensure that;
e There is no discrimination in selection decisions in recruitment, promotion, transfer
or training
e Grievances are dealt with in a fair and consistent manner, and
¢ Any allegation of discrimination has been investigated and treated seriously and to
take up any follow-up action as required

These records will be maintained solely for the purpose of monitoring equal opportunity and
decision making to actively promote equal opportunities

All personal data collected for equality and diversity monitoring such as race, gender or
disability is confidential. We monitor to ascertain if a person has any needs related to a
diversity characteristic. This information is treated sensitively and without prejudice

We are committed to promoting equality of opportunity on all equality grounds

Information collected allows CareTech to assess how we are meeting this commitment
and how we can improve recruitment or retention for people with particular
characteristics. We are keen that our workforce represents the diverse communities we
serve

CareTech publishes information each year on their website relating to the Gender pay gap

Managers

All managers are responsible for implementing and helping to enforce this Policy and
ensuring that their teams and employees are aware of their responsibilities

Managers should promote, respect and encourage each employee to reach their full
potential and deal appropriately with any breach of this Policy

They are to ensure all employees are trained and made aware of their responsibilities, under
the company policy and through legislation, providing additional development and support
where necessary

In addition, they should monitor and ensure that:

e Grievances are dealt with in a fair and consistent manner

e Correct records of employment decisions are maintained and regular reviews carried
out of employment practices

e There is no discrimination in selection decisions in recruitment, promotion, transfer
or training

¢ Any employee who has taken action on the grounds of discrimination will not be
treated any less favourably than any other member of staff

¢ Any allegation of discrimination will be investigated and treated seriously



Individual Employees

All employees of CareTech, at every level, have an individual responsibility for ensuring that
there is equality of treatment and opportunity and adherence to this Policy

Each employee should endeavour to promote a working environment free from prejudice
and discrimination by personally exhibiting the correct behaviour and challenging any
colleague who falls short of these expectations

Everyone has a responsibility to co-operate with the measures introduced regarding equal
opportunity and diversity, and not to:
¢ Discriminate against any other employee
e Induce, or attempt to induce, other employees to practice unlawful discrimination
e Victimise or attempt to victimise individuals on the grounds that they have made
complaints or provided information on discrimination

Policy Enforcement

The Company will not tolerate behaviour in the form of discrimination, victimisation,
harassment or bullying

Legislation and associated company regulations exist to protect employees, and there are a
number of policies and procedures in place that are regularly reviewed to support the
legislation

Breaches of our Equality and Diversity Policy will be regarded as misconduct and could lead
to a disciplinary proceeding

Reporting Complaints

All allegations of discrimination or harassment will be dealt with seriously, confidentially and
speedily

Any employee found or suspected of harassing or bullying another person may well face
severe disciplinary action if, following an investigation into the circumstances, an outcome of
reasonable belief is found that bullying, discrimination or harassment has taken place

The perpetrator(s) will be dealt with through the company disciplinary procedure

The Company will not ignore or treat lightly grievances or complaints of discrimination or
harassment from employees. If an employee wishes to make a complaint of discrimination,
they should use the Company’s grievance procedure

With cases of Harassment, while the Company encourages employees who believe they are
being harassed or bullied to notify the offender that their behaviour is unwelcome; the
Company also recognises that there may be a perceived status disparity that individuals may
consider makes such confrontation impractical



In the event that such informal direct communication is impractical, such discussion had
been ineffective or indeed it is considered that the situation is too serious to be dealt with
informally, you should follow the procedure set out below

Procedure

If you wish to make a complaint of harassment, whether against a fellow employee or a
third party, such as a client, customer, contractor or supplier, you should follow the
following steps:

1. Report the incident of harassment to your line manager as soon as possible. If you do not
wish to speak to your line manager, you can instead speak to an alternative manager or to a
member of the Human Resources Department; it may be more comfortable to place your
concerns in writing and then forward them onto the relevant person

2. Such reports should be made promptly so that investigation may proceed and any action
taken as speedily as possible

3. All allegations of harassment will be taken seriously. The allegation will be promptly
investigated and, as part of the investigatory process, you will be interviewed and asked to
provide a written witness statement setting out the details of your complaint. Confidentiality
will be maintained during the investigatory process to the extent that this is practical and
appropriate in the circumstances. However, in order to effectively investigate an allegation,
the Company must be able to determine the scope of the investigation and the individuals
who should be informed of or interviewed about the allegation. For example, the identity of
the complainant and the nature of the allegations must be revealed to the alleged harasser
so that they can fairly respond to the allegations. The Company reserves the right to
arrange for another manager to conduct the investigation other than the manager with
whom you raised the matter

4. The Company will also invite you to attend at least one meeting at a reasonable time and
place at which your complaint can be discussed. You must take all reasonable steps to
attend that meeting and you have the right to be accompanied at it by either a trade union
official or a fellow employee of your choice

5. Once the investigation has been completed, you will be informed in writing of the
outcome and the Company’s conclusions and decision as soon as possible. You will also be
notified in writing of your right to appeal against the Company’s decision if you are not
satisfied with it. The Company is committed to taking appropriate action with respect to all
complaints of harassment which are upheld. If appropriate, disciplinary proceedings will be
brought against the alleged harasser

6. If you wish to appeal against the Company’s decision, you must appeal in writing to a
more senior manager within five working days of the Company’s decision. On receipt of an
appeal, a more senior manager (who may not be the person to whom you addressed your
appeal) shall make arrangements to hear it at an appeal meeting and at that meeting you
may again, if you wish, be accompanied by either a trade union official or a fellow employee
of your choice

7. You must take all reasonable steps to attend that meeting. Following the meeting, the
relevant manager will inform you in writing of the Company’s final decision on your appeal
8. You will not be penalised for raising a complaint, even if it is not upheld, unless your
complaint was both untrue and made in bad faith; any accusations found to be malicious will
be dealt with under the Company disciplinary procedure

9. If your complaint is upheld and the harasser remains in the Company’s employment, the
Company will take all reasonable steps to ensure that you do not have to continue working
alongside them if you do not wish to do so. The Company will discuss the options with you



If your complaint is not upheld, arrangements will be made for you and the alleged harasser
to continue or resume working and to repair working relationships

Additionally, mediation through a Workplace Mediator, internal or external, may be offered
and made available by the company as a further tool to assist in moving to a mutually
acceptable conclusion together with additional training for the parties involved. Alternatively,
you may, if you wish, use the Company’s grievance procedure to make a complaint of
harassment

Any employee who is found to have discriminated against or harassed another employee in
violation of this policy will be subject to disciplinary action under the Company’s disciplinary
procedure. Such behaviour may be treated as gross misconduct and could render the
employee liable to summary dismissal. In addition, line managers who had knowledge that
such discrimination or harassment had occurred in their departments but who had taken no
action to eliminate it will also be subject to disciplinary action under the Company’s
disciplinary procedure

Monitoring Equal Opportunity and Dignity at Work

The Company will regularly monitor the effects of selection decisions and personnel and pay
practices and procedures in order to assess whether equal opportunity and dignity at work
are being achieved

This will also involve considering any possible indirectly discriminatory effects of its working
Practices

If changes are required, the Company will implement them. The Company will also make

reasonable adjustments to its standard working practices to overcome substantial
disadvantages caused by disability

Monitoring and Review

e This policy will be subject to continuous monitoring, refinement and audit by the principal.

Principal of Hill House;

Kate Landells

Hill House School, Boldre, Lymington, Hants. SO41 8NE
Tel: 01590 672147

Email: kate.landells@cambiangroup.com

September 2025

Review Date: September 2026
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