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1. Purpose 

1. The purpose of this policy is to set out the University of Bedfordshire’s (hereinafter 
referred to as “the University”) commitments to equality and diversity under the Equality 
Act 2010, along with setting out its strategy, objectives and an action plan to deliver on 
its commitments. 

2. Scope 

2. The policy applies to all staff within the University irrespective of staff group, hours of 
work or nature of contract. 

3. The policy applies to all students of the University, whether studying on a full or part-
time basis and whether based at one of the main campuses or studying with one of our 
partner organisations and who are based in the United Kingdom. 

4. The policy applies to all areas of employment, which include recruitment and selection, 
promotion, job evaluation and grading, renewal of fixed-term contracts, pay and non-pay 
rewards, training and development, grievance and disciplinary procedures, dismissals, 
redundancies and general conduct. 

5. The policy applies to all aspects of the student experience at the University, including 
admission, education, assessment, progression and general conduct. 

6. The policy applies to the procurement of all goods and services regardless of the value 
of the contract and supports the University to comply with the Equality Act 2010. 

3. Policy 

7. The Equality Act 2010 introduced a general public sector equality duty, which the 
University has an obligation to meet. The general duty has three aims and requires the 
University to have due regard to the need to:  

 eliminate unlawful discrimination, harassment and victimisation and other conduct 
prohibited by the Equality Act 2010 

 advance equality of opportunity between people from different groups. This 
involves considering the need to: 

o remove or minimise disadvantages suffered by people due to their 
protected characteristics;  

o meet the needs of people with protected characteristics;  

o encourage people with protected characteristics to participate in public life 
or in other activities where their participation is low 

 foster good relations between people from different groups. This involves tackling 
prejudice and promoting understanding between people from different groups. 

8. The Equality Act 2010 builds on previous equality and diversity legislation by introducing 
nine ‘protected characteristics’ giving students and staff protection from discrimination, 
harassment and victimisation on the basis of their personal characteristics, perceptions 
about them or because of their association with people from the protected groups.  The 
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Act gives protection in respect of the following characteristics: 

 Age 

 Disability 

 Gender Reassignment 

 Marriage and Civil Partnership 

 Pregnancy and Maternity 

 Race 

 Religion or Belief 

 Sex (Gender) 

 Sexual Orientation 

9. Commitment to Equality and Diversity: The University is committed to creating and 
sustaining a positive and supportive working environment for its staff and an excellent 
teaching and learning experience for its students, where staff is valued and respected, 
and students are encouraged to thrive academically. As a provider of employment and 
education, the University values the diversity of its staff and students and is committed 
to providing a fair, equitable and mutually supportive learning and working environment 
for its students and staff, and this is reflected in its vision, mission and values set out in 
the University’s Strategy 2012-2017.  

10. The University believes that excellence will be achieved through recognising the value 
of every individual. We aim to create an environment that respects the diversity of staff 
and students and enables them to achieve their full potential, to contribute fully, and to 
derive maximum benefit and enjoyment from their involvement in the life of the 
University. 

11. To this end, the University acknowledges the following basic rights for all members and 
prospective members of its community: 

 to be treated with respect and dignity 

 to be treated fairly with regard to all procedures, assessments and choices 

 to receive encouragement to reach their full potential 

12. These rights carry with them responsibilities and the University requires all members of 
the community to recognise these rights and to act in accordance with them in all 
dealings with fellow members of the University. In addition, the University will comply 
with all relevant legislation and good practice and no individual will be unfairly treated. 
This includes, but not exclusively, discrimination because of age, disability, gender 
reassignment, marriage and civil partnership, pregnancy and maternity, race, religion 
and belief, sex and sexual orientation or any combination thereof. 

Responsibility for Implementation 

13. The University’s governing body has overall responsibility for ensuring that the 
University complies with the requirements of the Equality Act 2010, including the three 
parts of the general duty. The University’s Director of Human Resources, in consultation 
with relevant University committees, is responsible for developing policy and practice on 
behalf of the University and for advising staff in order to support compliance with equality 
legislation. 
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14. The University recognises that the success of the Equality and Diversity Policy relies 
upon the support of the entire University community in its review, development and 
implementation. The Equality and Diversity Committee will assume overall responsibility 
for the implementation, monitoring and review of the Equality and Diversity Policy and 
action plan which sets out a framework of actions and performance indicators, with a 
clear allocation of roles and responsibilities.  

15. The Equality and Diversity Committee is chaired by a member of the Vice Chancellor’s 
Executive Group which allows a direct reporting line to the Board of Governors, via the 
Corporate Management Team. 

16. The Equality and Diversity advisory function is the responsibility of the Head of OD & 
Employee Relations and acts as a focus for operational, and developmental, activities 
relating to equality and diversity issues.  

17. Managers are responsible for ensuring that the Equality and Diversity Policy is 
implemented within their department or section and are required to attend training and 
briefing sessions to maintain their knowledge and competency in this area. It is the 
responsibility of managers to deal with equality and diversity issues as they arise, giving 
them suitable priority, and to ensure that their staff are adequately briefed and trained 
to enable them to comply with the Policy. 

18. Staff and Students have a responsibility to comply with the Policy and treat others with 
respect at all times. Where staffs encounter discriminatory practice or behaviour, they 
are expected to actively discourage it and/or report the matter to the appropriate 
manager, or their own line manager. Staff should also participate in training and other 
learning opportunities to eliminate prejudice and extend good practice, so far as is 
reasonably practicable. 

19. The University recognises that all of its staff and students have a duty to support and 
uphold the principles contained in its Equality and Diversity Policy and supporting 
policies. 

20. In order to implement this policy the University will: 

 communicate the policy to employees, applicants for employment, those working 
for the University, students and those applying to study at the University; 

 incorporate specific and appropriate duties in respect of implementing the equality 
and diversity policy into job descriptions and work objectives of staff; 

 provide equality and diversity training and guidance for staff as appropriate, 
including training on induction and management courses; 

 advise all students of their responsibilities to the University and to other students 
in relation to this policy; 

 ensure that all those who are likely to be involved in recruitment and selection 
exercises are trained in non-discriminatory selection techniques before 
participating in recruitment selection; 

 obtain commitments from other persons or organisations such as subcontractors 
or agencies that they too will comply with the Equality and Diversity Policy in their 
dealings with the University and its staff and students; 
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 take appropriate lawful positive action, for example, including statements in job 
advertisements encouraging members of under-represented groups to apply for 
employment for example inserting the Two Ticks Symbol (positive about disabled 
people and Stonewall Diversity Champion logos (working with Stonewall to 
improve our workplaces for lesbians, gay and bi-sexual staff) on adverts 

 ensure that adequate resources are made available to fulfil the objectives of this 
policy. 

21. This Policy and Strategy provides coordination and implementation at a strategic level 
and is supported by additional policies that provide a University-wide integrated 
approach to equality and diversity. 

Our Policy Statement 

22. The University is committed to and strives for equality of opportunity for all its students 
and staff (existing and prospective) and will recognise and celebrate their diversity. For 
this commitment to be made a reality effective leadership and management will be 
provided and a corresponding commitment sought from every member of staff and all 
the student body.  

23. In practice this means that we: 

 are committed to providing an environment where all people are respected and 
treated fairly regardless of their characteristics or distinctions such as: gender, 
race, ethnic or national origin, age, disability, socio-economic background, 
religious belief/faith, political belief, marital status, family responsibilities and 
sexual orientation; 

 will develop a culture in which diversity is celebrated; 

 will not discriminate unfairly or illegally against anyone and will take positive action 
to promote equality and diversity; 

 will embed equality and diversity at the heart of our mission and values 

Our Strategy 

24. Our strategy sets out how we will put this policy into practice. We have identified eight 
objectives in three broad areas, as follows: 

25. Generic objectives 

a  Effective leadership 

b  Active use of data to review policies and procedures 

c  Promotion and communication of commitment 

d  Fostering awareness and understanding of equality and diversity 

26. Student Focused Objectives 

a  Fair student admissions 

b  Accessible learning environments, alternative mode of delivery and assessments as 
appropriate to meet the needs of students. 
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27. Staff Focused Objectives 

a  Fair recruitment and selection of staff 

b  Positive staff experience of life at the University 

28. The actions necessary to implement each objective are set out below. Implementation 
of the strategy will enable the University to be sure that it provides an environment in 
which people are treated fairly, where diversity and difference is celebrated and actively 
promoted, where unfair discrimination of any kind is not tolerated and where there is a 
willingness to consult openly with all internal and external stakeholders. 

Equality Objectives 

29. Objective:  To provide effective leadership in equality and diversity matters 

30. To achieve this objective we will: 

a Initially through this policy, strategy and action plan, give clear strategic direction in the 
area of equality and diversity; in so doing we will strive to achieve and maintain a 
culture of trust and mutual respect, as well as developing amongst staff and students 
an understanding of the business case for embedding equality and diversity; 

b Develop clear lines of accountability and responsibility for equality and diversity, 
ensuring that it is seen as an integral part of the management of the University; this 
will include, monitoring of the membership and constitution of both the Equality and 
Diversity Committee (to enable it to provide effective scrutiny of management of the 
equality and diversity agenda at corporate level) and of all other committees to ensure 
that their work reflects good equality and diversity practice; 

c Ensure that resources are deployed appropriately and enable delivery of the objectives 
within the strategy. 

31. Objective:  To review and assess policies, procedures and practices by analysing 
equality data to ensure that the University is operating fairly 

32. To achieve this objective we will: 

a Make effective use of data, monitoring outcomes and take appropriate remedial 
action where data analysis reveals adverse outcomes for staff or student; 

b Set and make progress towards achieving targets for the proportion of staff and 
students from different groups if appropriate; 

c  Review policies, procedures, processes and service provision to assess the extent of 
adverse impact on equality groups and ensure fair outcomes for all. 

33. Objective:  To promote and communicate the University’s commitment to equality 
and diversity internally and externally 

34. To achieve this objective we will: 

a Develop practical means of promoting and publicising the University’s commitment to 
equality and diversity values and functions both internally and externally; 
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b Develop effective methods of communication with all internal and external 
stakeholders, working in partnership with external partners where appropriate, 
consulting relevant staff and student groups when assessing the impact of existing and 
new practices and processes and, encouraging the development of staff and student 
networks (in partnership with the Trade Unions and Students’ Union). 

35. Objective:  To foster and develop awareness and understanding of equality and 
diversity issues 

36. To achieve this objective we will: 

a Ensure that appropriate information and support are in place so that staff and students 
gain a fuller understanding of equality and diversity issues (including the Policy and 
Strategy), their relevance and importance to individuals as members of the University 
and their obligations in terms of acceptable behaviour; 

b Ensure that managers are equipped to fulfil their obligations under the policy and 
strategy, including impact assessment, by developing equality and diversity 
competency and capability through training, including compulsory training in some 
areas; 

37. Objective:  To ensure that admissions to the university operate fairly for a diverse 
student population 

38. To achieve this we will: 

a Ensure that criteria for selecting all students are clear and open and that all 
applications receive equitable consideration. 

39. Objective:  To provide learning that is relevant, appropriate and accessible to a 
diverse student population 

40. To achieve this we will: 

a Ensure that our teaching and assessment processes and practices are appropriate to 
a diverse student body; 

b Ensure that the curricula offered, are reviewed at the time of approval for relevance, 
appropriateness and accessibility to a diverse student body; 

c Ensure that all students are offered support appropriate to their need and 
circumstances, that the services provided recognise and support diversity and 
difference and that alternative modes of delivery and of assessment (including 
reasonable adjustments) are implemented when necessary; 

d Develop processes and systems to deal with dissatisfaction which command the 
confidence of all stakeholders (including the use of mediation where appropriate) and 
which provide feedback on general issues of principle to facilitate subsequent changes 
to policy and procedures where appropriate. 

41. Objective:  To recruit and select staff fairly 

42. To achieve this objective we will: 
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a Ensure all recruitment and selection processes are fair and equitable and carried out 
by appropriately trained people; this will include using quantitative and qualitative 
equality data to identify discrimination and disadvantage in employment processes and 
outcomes and to address any inequalities. 

43. Objective:  To provide equitable opportunities and outcomes in terms of career 
development and experience of working life at the University 

44. To achieve this objective we will; 

a Ensure that rewards and promotion opportunities are available to all staff with required 
skills and competences on an equitable basis and that the criteria for promotion are 
based on relevant skills and aptitude; this process will include monitoring, evaluation 
and where necessary amendment of relevant policies and procedures; 

b Enable staff equitable and transparent access to relevant learning and development 
opportunities so that they can perform their roles effectively and fulfil their potential; in 
addition regularly evaluating the fitness for purpose of this provision. 

c Develop processes and systems to deal with dissatisfaction (including grievances) 
which command the confidence of all stakeholders (including the use of mediation 
where appropriate) and which provide feedback on general issues of principle to 
facilitate subsequent changes to policy and procedure where appropriate. 

Dealing with discrimination, bullying, harassment and victimisation 

45. The University is committed to creating and sustaining a positive and mutually 
supportive working environment for its staff and an excellent teaching and learning 
experience for our students, where individuals are equally valued and respected. 
Bullying, harassment or victimisation of any individual will not be tolerated and any 
allegations will be taken seriously and dealt with appropriately under the University 
Bullying and Harassment Policy.  

Equality and Diversity in services and facilities 

46. The University recognises the importance of its services and facilities being accessible, 
adequate and appropriate to the needs of all users. Legal compliance and good practice 
in these areas will be facilitated by: 

 ensuring that buildings and facilities are accessible to people with disabilities; 

 ensuring equality of access for students across all campuses and or other sites; 

 consulting with relevant groups/organisations to determine the needs of diverse 
groups and individuals; 

 ensuring equality of access for students seeking information and advice; 

 ensuring that publicity and promotional materials reflect positive images of the 
diverse range of people in the University and local communities; 

 ensuring that contractors and service providers not directly employed by the 
University are aware of, and comply with, the Equality and Diversity Policy and 
related policies; 

 ensuring that complaints are effectively dealt with through the University’s 
complaints procedure; 
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 continuous monitoring of staff and student-related activities against targets, which 
are themselves regularly revised, in order to identify and target potential areas of 
discrimination in terms of the University’s services and facilities 

Promoting equality and diversity through procurement 

47. The University is committed to integrating equality and diversity throughout the 
procurement process and in so doing we will ensure that our procurement policies 
reference equality legislation and express the University’s commitment to equality and 
diversity.  

48. We will provide equality awareness training for all staff involved in the procurement 
process to ensure equality and diversity issues are taken into account when procuring 
goods, services or works from external providers.   

49. We will have contract performance management for contracts relevant to equality by 
including clauses in contract specification to ensure equality and diversity issues are 
considered throughout the procurement process.  

50. The University will also request that suppliers bring to the attention of their employees, 
their sub-contractors or any other person associated with them, the equality duty 
commitment of the University and their obligations not to breach the University’s equality 
policy and strategy. 

Publication of monitoring and assessments 

51. The University will publish the results of its monitoring and assessments, annually.  The 
results will include: 

 details of all completed equality impact assessments  

 a summary of the main findings of assessments or monitoring; 

 a summary of proposed action, including details of initiatives to promote equality 
and actions to tackle specific problems 

 progress on action plans 

52. Results will be made available on the University's website and on the internal intranet. 
It will be made available in printed form and, if requested, be made available in a variety 
of accessible formats. 

Training and awareness-raising initiatives 

53. The University will formulate and put in place a range of equality and diversity training 
and awareness-raising initiatives for staff, students and governors.  These initiatives will 
range from formal seminars and workshops, to informal events with the emphasis on 
celebrating the cultural diversity of the University and its local communities. 

54. These initiatives will have a number of objectives, including: 

 raising awareness of unfair discrimination, in terms of current legislation, the forms 
discrimination can take and ways of eliminating it;  

 embedding equality issues in policies and procedures, for example in recruitment 
and selection, staff review and in handling grievances; 
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 providing skills in policy review/screening and in the mainstreaming of equality 
issues; 

 equipping staff with the practical skills to effectively deal with a wide range of 
circumstances where a greater awareness of equality and diversity issues would 
improve the services provided to students, staff and visitors to the University 

55. Some training activities will be mandatory, in recognition of the importance of supporting 
and developing staff in positions of leadership and the vital role they will play in 
mainstreaming equality within the University’s activities.  Consultations will be 
undertaken with Student Representatives to determine effective means of raising 
awareness of equality and diversity issues amongst students. 

Complaints 

56. Members of staff who believe they have suffered any form of discrimination, harassment 
or victimisation are entitled to raise the matter through the University Grievance and 
Complaints Procedure or Bullying and Harassment Policy as appropriate.  Copies of the 
procedures are available on the staff intranet. Alternative formats, such as enlarged 
print, can be made available on request from the Human Resources Department. 

57. Students who believe they have suffered any form of discrimination, harassment or 
victimisation are entitled to raise the matter through the Students Complaints Policy and 
Procedure. Contact student.experience@beds.ac.uk for further information. 

58. Every effort will be made to ensure that any person making a complaint will not be 
victimised. All complaints of discrimination, harassment or victimisation will be dealt with 
promptly and confidentially.  If, on investigation, it is established that discrimination, 
victimisation or harassment has occurred, disciplinary action will result and may warrant 
dismissal/expulsion. 

Monitoring and Review 

59. The University has an obligation to monitor by equality categories to illustrate its 
transparency in relation to how different groups of students and staff are treated. 
Monitoring also gives credibility and integrity and is the basic foundation for evaluating 
the extent of equality and diversity.  The University will therefore routinely gather equality 
and diversity data which will be used to monitor the effects of policies, practices and 
activities on staff and students from all equality groups to identify where they may be an 
adverse effect on particular groups.  

60. The University will maintain appropriate staff and student information and monitoring 
systems to assist the effective implementation of this policy. Information relating to 
applicants for employment and staff will be monitored by the University's Human 
Resources Department and information relating to student applicants and students will 
be monitored by the University's Planning Office. 

61. All such information will be treated sensitively and in accordance with the University's 
data protection policy.  The effectiveness of this policy will be kept under review and 
amended to reflect developments in equality legislation and best practice. The University 
will consult with the recognised trade unions and the Students' Union with respect to this 
policy. 
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62. This policy and strategy will be reviewed in line with the University’s’ strategies and or if 
there are legislative changes within the five year period.  Progress on the action plan will 
be reported periodically to the Equality and Diversity Committee. 

4. Forms/Instructions  

None 

5. Links/Dependencies 

This policy should be read and its use considered with reference to: 

 University Data Protection Policy 

 University Grievance and Complaints Policy 

 University Student Complaints Policy  

 University Bullying and Harassment Policy 

 University Recruitment Policy  

 Equality Act 2010 

6. Appendices  

1. Appendix 1: Equality and diversity action plan 2012-17 

2. Appendix 2: Definitions and Glossary of Terms 
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Appendix 1 

The action plan below focuses on the eight objectives identified in the strategy to help the University 
meet its responsibilities under the Equality Act 2010. This action plan is by no means a definitive list of 
all the activities the University is undertaking to promote equality. This is a living document and the 
actions identified may be reviewed or developed further as appropriate.  
 
As part of its governance arrangements, progress of the actions will be monitored annually by the 
University Equality and Diversity Committee.  

 
Objective 1‐ To provide effective leadership on equality and diversity matters 

Action Lead(s) Outcome Date 
Ensure that the equality 
and diversity action plan 
objectives are embedded 
in policies and procedures 
at all levels of the 
University 

Vice Chancellor  
 

Strategic documentation 
adequately reflects the 
equality and diversity 
objectives 

April 2013 to 
March 2014 

Ensure that related 
developments and 
strategies, including 
Widening Participation &, 
Teaching and Learning 
are linked to and 
consistent with the 
Equality and Diversity 
Strategy  

Vice Chancellor 
 

Equality and diversity 
embedded into related 
strategies and resources 
deployed appropriately 

On-going 

Ensure that equality and 
diversity issues are 
included in all University 
management meetings 
and committees 
 

University Secretary Key decisions take 
account of equality 
implications and or the 
results of equality impact 
assessments  
 

On-going   

 

Objective 2- Active use of data to review policies and procedures by analysing equality data to 
ensure the University is operating fairly 

Ensure data informs 
institutional equality and 
diversity decision-making 
at all levels, including the 
development of targets 
for under-represented 
groups 

Equality and Diversity 
Committee 

 

Decisions are based 
on the fullest and most 
relevant information 
available about our 
staff and students and 
potential staff and 
students 
 

On- going 

Develop a robust and 
prioritised programme of 
equality impact 
assessments  
 
 

Equality and Diversity 
Adviser 

 

The University makes 
rapid progress in 
areas of greatest need 
in relation to E&D 
policy and practice 
 

April 2013 
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Equality outcomes from 
completed EIAs reported 
to the Equality and 
Diversity Committee and 
promoted via various 
mechanisms to share 
good practice, including 
maintaining a profile on 
the University’s website  

Equality and Diversity 
Adviser 

 

The University’s 
approach to equality 
&diversity is 
transparent to internal 
and external users 
 

Report June 
2013 and on-
going 

Provide targeted training 
and support to individuals 
and the Equality and 
Diversity Forum, involved 
in undertaking and or 
evaluating EIAs 
 

Equality and Diversity 
Adviser 

 

High quality EIAs are 
completed, which are 
informed and inclusive 
 

On-going 

 

Objective 3-To promote and communicate the University’s commitment to equality and 
diversity internally and externally 

Promote and 
communicate the 
University’s 
commitment to equality 
and diversity internally 
and externally 

Marketing ,and 
Communications Team 

Marketing and promotional 
material, both online and 
other formats, continues to 
reflect the full diversity of 
students/staff/visitors 

On-going 

Publication of the 
University equality and 
diversity statement in all 
public spaces on all 
campuses   

Marketing ,and 
Communications Team  

Increased awareness of 
the University’s 
commitments amongst 
staff, students, visitors, 
partners and wider 
community  

August 2013 

Consult staff and 
stakeholders on 
relevant policies and 
procedures routinely 

Equality and Diversity 
Adviser 

Greater understanding of 
equality and diversity 
issues and their relevance 
to the University’s 
business 

Ongoing 

Publish an annual 
equality and diversity 
report which shows 
staff and student data 
and lists actions 
achieved towards this 
strategy 

Equality and Diversity 
Committee 

 

Staff, student and external 
stakeholders can see 
progress made on equality 
and diversity issues 

October 2013 
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Objective 4- To Foster and develop awareness and understanding of equality and diversity 
issues 

Develop a programme of 
equality and diversity 
training for staff at all levels 
and identify areas where 
compulsory training should 
be introduced and 
reinforced 

ODTU 

 

A programme of 
equality and diversity 
staff development 
activities in place with 
flexibility to provide 
relevant bespoke 
activities 

June 2013 

Enhance understanding of 
equality and diversity 
amongst the student body, 
including understanding of 
obligations in terms of 
acceptable behaviours 

Director of Teaching 
and Learning 

 

Greater awareness of 
equality and diversity 
issues and their 
relevance to the 
University’s business 

Ongoing 

Procurement Unit to 
develop  equality and 
diversity criteria/guidelines 
for contractors including 
ensuring their staff receive 
training leading to improved 
social outcomes  
 

Head of Procurement Services commissioned 
will reflect the 
University’s ethos on 
equality and diversity 
and reduce the potential 
for complaints  

October 2013 

 

 

Objective 5- To ensure that admissions to the University operate fairly for a diverse student 
population   

Analyse admissions data 
and assess impact of 
admissions policy 
/procedures at local and 
international levels 

Admissions and 
Recruitment Team 

Fair and transparent 
admissions process for 
both home and 
international students 

October 2013 
and annual 
thereafter 

Review the results of the 
admissions impact 
assessment and implement 
recommendations 

Admissions and 
Recruitment Team 

Report to Equality and 
Diversity Committee on 
implementation and 
results 

July 2013 

Report October 
2013 

 

  



 

Page 15 

Objective 6- To provide learning that is relevant, appropriate and accessible to a diverse 
student population 

Embed considerations of 
equality firmly in course 
approval and review 
processes 

Director of Teaching 
& Learning 
 

Curricula accessible to a 
diverse student body 

On-going 

Review teaching 
methodologies to ensure 
equality issues are 
highlighted and considered 

Director of Teaching 
& Learning 
 

Teaching methodologies 
and practices are 
appropriate to a diverse 
student body 

On-going 

Ensure assessment 
processes are open and 
equitable 

 Director of Teaching 
& Learning 
 

All students are treated 
equitably whilst 
standards are 
maintained 

 

On-going 

Investigate and provide 
recommendations on the 
disparity between degree 
classifications for each 
equality group 

Director of Teaching 
and Learning 

Reduce the differences 
in attainment by equality 
groups 

February 2014 

Provide CPD opportunities 
for staff to develop their 
understanding of specific 
learning difficulties and 
necessary adjustments for 
dyslexia, Asperger’s and 
other disabilities. 

Director for Learning 
Resources & Student 
Services 

Developing culture of 
best practice in 
support of students with 
disabilities 

June 2013 and 
on-going 

  Review accessibility and 
signage for all the 
University’s facilities  

Director of Facilities 
and Estates 

Access Audits are 
carried out and action 
taken to improve access 
and signage 

September 2014 

Ensure that mechanisms to 
monitor student experience 
(including mechanisms to 
monitor and deal with 
student dissatisfaction) 
reflect the diversity of the 
student population 

Director of Student 
Experience 

Recognition of equality 
and diversity to be 
embedded in Student 
Experience Surveys 

June 2013 and 
on-going 
thereafter 
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Objective 7- To recruit and select staff fairly 

Develop employment 
targets for equality groups 
following analysis of data 

Director of HR  
 

Representation of staff at 
all levels that reflects the 
diversity of the University 
population and the wider 
community 

September 2013 
and review 
annually thereafter 

Review the recruitment 
and selection policy and 
procedures 

Resourcing & 
Planning Manager 
 

Analysis of staff data 
shows progress towards 
achievement of targets 

June 2013 

 

 

Objective 8- To provide equitable opportunities and outcomes in terms of career development 
and experience of working life at the University 

Introduce equality 
monitoring at exit 
interviews 
 

Director of HR  Better understanding of 
the issues that may 
affect the retention of 
staff 
 

Sept. 2013  

Continue to monitor our 
workforce and pay profiles 
over time and ensure that 
any employment data 
gaps are identified and 
addressed by appropriate 
strategies. 
 

Director of HR  Analyse data to inform 
employment action 
planning 
 

December 2013 
and annually 
thereafter 

Disaggregate the 
responses to the staff 
survey by protected 
characteristic and analyse 
the results. Incorporate 
any actions arising from 
them into this action plan.  
 

Director of HR  Develop a 
comprehensive bank of 
information to target 
equality and diversity 
interventions and better 
targeting of resources 
 

On-going 
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Appendix 2 

Definitions and Glossary of Terms 

1. Direct Discrimination: Where one (or more) person is treated less favourably than others in the 
same circumstance, for example: 

 Excluding part-time staff in the selection for training; 
 Making assumptions based on appearance/speech at interview; 
 Promoting or offering secondment opportunities by nomination or on the basis of seniority; 
 Rejecting a female candidate on the grounds of pregnancy. 

2. Indirect Discrimination: When a requirement or condition of employment, promotion or aspects of 
service delivery is applied equally and appears to be fair but can be shown to have an adverse impact 
on an individual or group by placing them at a disadvantage, and the reasons for this cannot be justified. 
For example: 

 Minimum levels of qualifications and/or experience are set unnecessarily high, excluding those 
with career breaks, or refusing to consider relevant overseas qualifications as comparable to 
UK qualifications 

 Stereotyping: what is men's work and women's work (such as the employer believing part-time 
work is suitable for female candidates only) 

3. Discrimination arising from a disability: Occurs where a person is treated less favourably because 
of something resulting from their disability. Discrimination can also take place where there has been a 
failure to make a reasonable adjustment, e.g. for a disabled applicant who requires this in order to 
effectively participate in the interview. 

4. Discrimination by Association: This occurs where a person is discriminated against because of 
their link to another with a protected characteristic. 

5. Discrimination by Perception: Takes place where a person is discriminated against because it is 
believed they have a protected characteristic e.g. have undergone gender reassignment. 

6. Institutional Discrimination: When established policies, practices and procedures within an 
organisation have discriminatory effects, whether intentional or not, “institutional discrimination” can be 
said to exist: “…the collective failure of an organisation to provide appropriate and professional services 
to people because of their colour, culture and ethnic origin…”.  

7. Victimisation: Victimisation occurs when a person receives less favourable treatment when they 
have made a complaint, or it is suspected that they have made a complaint, or it they have or are going 
to provide evidence about an act of discrimination. For example: Definition of Institutional Racism from 
the Report on the Stephen Lawrence Enquiry, February 1999 

 ostracising; 
 excluding from circulation of information, or involvement in meetings; 
 threatening dismissal, transferring or passing over for promotion. 

8. Harassment: Any policy, procedure or conduct which causes another person alarm, distress or to 
fear that violence will be used against them; may be considered as harassment of that person. For 
example, being subject of demeaning/degrading language about their sex, race, cultural dress or accent 
(including jokes). 

 

9. Other Terms 

9.1 Biphobia: An irrational fear of aversion to or prejudice against, bisexual people. 
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9.2 Gender: This term tends to be used interchangeably with the word ‘sex’.  Where referred to in this 
Policy it is being used in this way. 

9.3 Gender Reassignment: This refers to the process where a person is about to undergo, is 
undergoing or has undergone a transition to a different gender identity from the one they had at 
birth e.g. from male to female.  Under the Equality Act 2010, a person does not have to undertake 
this transition medically, as used to be the case under previous laws. 

9.4 Heterophobia: An irrational fear of or aversion to or prejudice against heterosexual people. 

9.5 Homophobia: An irrational fear of or aversion to or prejudice against people who are lesbian or 
gay. 

9.6 Sex: This refers to a person’s gender, that is, whether they are male or female. 

9.7 Sexual Orientation: This refers to a person’s sexuality, that is, whether they identify as 
heterosexual, gay, lesbian or bisexual. 

9.8 Transsexual: This refers to a person who is about to undergo, is undergoing or has undergone 
gender reassignment, in other words, transitioning from one gender identity to another, whether 
this is under medical supervision or not. This is not a form of sexual orientation. 

9.9 Trans Status: ‘Trans’ is an umbrella or all-embracing term which covers a range of sex or gender 
variant people including, for instance, those who cross dress, are transsexual, etc.  This is not a 
form of sexual orientation. 

9.10 Transphobia: An irrational fear of, aversion to or prejudice against trans people. 
 

Protected Characteristics 

10. Age 

10.1 The University aims to create an environment in which both staff and students of all ages feel 
equally welcomed and valued. The policy aims to ensure that no job applicant, potential or existing 
member of staff, or potential or existing student receives less favourable treatment on the grounds of 
age or on any other grounds not relevant to good employment and learning practice. 

10.2 The University is committed to the removal of age discrimination in employment. The use of 
age and age related criteria reduce the objectivity in employment decision making and increase the 
likelihood of inappropriate decisions. 

10.3 The efficient and effective use of peoples skills require that employment decisions are based 
on competencies, qualifications, skills, potential and related criteria obtained through careful analysis 
of job requirements and job performance. 

10.4 Employment decisions based on age are not justifiable because: 

 Age is not a genuine employment criterion 
 Age is a poor predictor of performance 
 It is misleading to equate physical and mental ability with age 

11. Disability: The University is committed to eradicating disability discrimination in all its forms and 
aims to ensure that no one within the University community is disadvantaged on the grounds of their 
disability. It is also committed to increasing the number of disabled people employed within the 
organisation, including those with chronic health conditions, as it recognises that valuable human 
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resources remain under-utilised. It will continue to identify the potential barriers to recruitment and 
retention, including continued work on raising awareness and understanding of disability issues, 
particularly with key decision-makers and front-line staff, in the institution. 
 

12. Gender and Gender Reassignment 

12.1 The University’s approach to promoting and advancing gender and trans equality across the 
full range of its activities covers staff, students and other stakeholders and aims to ensure that all 
genders have an equal opportunity to take part in all aspects of University life. 

12.2 Through commitment, action and progress, the University wants all of its staff and students to 
have the opportunity to benefit from academic and employment opportunities appropriate to their 
abilities, regardless of their gender, actual or perceived.  The University believes that it has a significant 
contribution to make in creating a society where men and women are valued equally in a society 
through: 

 Ensuring that our practices and procedures do not discriminate against all genders, in 
employment or service delivery. 

 Attracting the best talent, locally, nationally and internationally. 
 Ensuring our practices and procedures are in line with our commitment to work-life balance. 
 Ensuring that staff and students are clear that everyone has the right to work in a   climate of 

respect, free from intimidating, hostile and humiliating behaviour. 
 Avoiding incurring the direct costs of sex discrimination which could include financial, reduced 

employee morale and commitment and cost to the reputation of the University resulting from 
adverse publicity. 

12.3 Discrimination against employees and students on grounds of gender reassignment is also 
prohibited under the Equality Act 2010 which equally aims to prevent and eliminate discrimination 
against transsexual people irrespective of whether they intend to undertake a medical process or not. 

12.4 The University recognises the existence of transphobia and is committed to eliminating it all its 
forms. Transphobic abuse, harassment or bullying (e.g. name-calling/derogatory jokes, unacceptable 
or unwanted behaviour and intrusive questions) are serious disciplinary offences and will be dealt with 
under the appropriate procedure. 

13. Marital or Civil Partnership Status: The University is committed to ensuring that the marital or 
civil partnership status of individuals does not impact upon their experience at The University of 
Bedfordshire, either as a student, or as an employee. Individuals should not be disadvantaged, or 
advantaged, on the basis of their marital or civil partnership status, single status or partnered/non-
partnered status. Attitudes to marital or civil partnership status can be directly, or indirectly, linked to 
issues related to religion or belief, sexual orientation and/or gender. Therefore, the University will take 
steps to ensure its policies and procedures do not have a potential adverse impact on students or staff, 
in terms of marital or civil partnership status and other possible areas where unfair and/or unlawful 
discrimination could occur. 
 

14. Pregnancy and Maternity 

14.1 The University’s commitment to the protection of the rights of pregnant staff is reflected in its 
policies on issues such as maternity and paternity leave and flexible working.  We are equally committed 
to the protection of the rights of pregnant students which are also now covered by the Equality Act and 
have developed a separate pregnant student policies and procedure. 

14.2 The University of Bedfordshire believes that being pregnant or having a very young child should 
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not, in itself, be a barrier to applying for, starting, succeeding in, or completing a programme of study.  
The University is committed to being as flexible as possible, providing academic standards are upheld.  
The special arrangements which can and should be made for students in these circumstances will vary 
from programme to programme.  However, the general approach to be taken is consistent across the 
University.  
 

15. Race, Nationality or Ethnic Origin 

15.1 The University of Bedfordshire is opposed to racial discrimination in all its forms and aims to 
ensure that no one within the University community is disadvantaged on the grounds of race, nationality, 
ethnic origin or colour. 

15.2 There is also a commitment to ensure that staff and students from a wide range of ethnic 
backgrounds are proportionally represented within all spheres of the University’s workforce, areas and 
levels of study across the institution.   Proportionate representation of staff from all backgrounds at 
higher levels of the organisation and within all areas of influence are a particular area of focus for the 
University, as well as an emphasis on enabling students of all ethnicities to achieve their maximum 
potential both academically and in terms of their future employability when they move on. 
 

16. Religion or Belief 

16.1 The University aims to create an environment where the religious and non-religious beliefs of 
all are respected.  Members of any religion or of none should be treated with equal dignity and fairness.  
The University equally subscribes to building good relationships with people of different faiths and 
beliefs. (A separate Religion/Faith/Belief Policy has been developed for staff and Students) 

16.2 Where employees have particular religious and cultural needs which may conflict with existing 
work or educational requirements, the University will consider whether it is reasonably practicable to 
vary or adapt these requirements to enable such needs to be met. Such requests should, in the first 
instance, be referred to their line managers or faculties as appropriate.  Where further guidance is 
required, the matter should be referred to the Human Resources Department/Director for Student 
Experience, as appropriate, at the earliest opportunity. 

16.3 Any attempt at coercing others to comply with a particular belief system, for example through 
distribution of propaganda or through threats or offensive remarks, will result in disciplinary action. 

16.4 The University undertakes to assess the demand for food that meets religious dietary 
requirements (e.g. vegetarian, kosher and halal) in consultation with students and staff. Every effort will 
be made to meet the demand for specific types of food. 
 

17. Sexual Orientation 

17.1 The University values all of its staff and students equally, regardless of their sexual orientation, 
actual or perceived, and aims to create an environment in which all feel equally welcome and valued, 
and in which homophobic, biphobic and heterophobic behaviour is not tolerated. The University 
recognises the extent of heterosexist assumptions in society and the existence of homophobia and 
biphobia and seeks to ensure that all individuals are treated with equal dignity and fairness, regardless 
of their sexual orientation. 

17.2 Homophobic, biphobic and heterophobic abuse, harassment or bullying (e.g. name-
calling/derogatory jokes, unacceptable or unwanted behaviour and intrusive questions) are serious 
disciplinary offences and will be dealt with under the appropriate procedure. 
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18. Social Background: The University is committed to recruiting students and staff from a diverse 
range of backgrounds and ensuring that progression is based on merit, and is not adversely affected 
by an individual’s genuine, or perceived, class or socio-economic background. 

19. Mental Health: The University is aware that mental health difficulties may arise at any time, for any 
individual. It seeks to promote supportive, ethical and responsible attitudes towards students and staff 
who experience mental health difficulties. The University recognises its statutory duty to take 
‘reasonable care’ in the provisions it makes for its students. This applies in the context of mental health, 
as in other areas. Furthermore, it is the policy of the University to foster mental health and wellbeing 
through academic and organisational arrangements, aimed at minimising the risk of mental health 
problems and to ensure that those with ‘pastoral’ responsibilities are equipped to carry out such duties. 
 

20. HIV Status 

20.1 The University of Bedfordshire is committed to upholding the rights of individuals to work and 
study at the University irrespective of their actual or perceived HIV status. The University takes the view 
that there is no justification for discrimination against anyone with, or at risk of acquiring, HIV. 

20.2 No applicant (staff or student) will be required to disclose his/her HIV status at any stage of the 
recruitment, assessment and selection procedure. No member of the University will, for any reason, be 
compelled to take on HIV antibody test or disclose details of her/his HIV antibody status. However, it 
may be necessary for staff or students to be asked to take an HIV antibody test, if such a test is required 
by an external agency, for example a health care provider, or if it is a requirement for gaining entry to 
another country. 

20.3 The University will not tolerate any form of harassment, discrimination, or victimisation of an 
individual on the grounds that they are perceived to be HIV positive or on the grounds that they are 
perceived to be in a particular "at risk group". If a member of staff or student chooses to disclose 
information about their HIV status to any member of the University, confidentiality of this information will 
be fully protected at all times. Breach of this confidentiality will be a matter for disciplinary action. 
 


