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9.2 Indirect Discrimination:

9.2.1 This is where a policy, criterion or practice applies or would apply to everyone
but particularly disadvantages or would disadvantage a group who share a
particular protected characteristic.

9.2.2 However, indirect discrimination can be justified iĀ



individual acting for the employer knows, or could reasonably be expected to
know, that the individual has a disability.

9.5.4 However, this type of discrimination can be justifiable if it can be shown that
it is intended to meet a legitimate objective in a fair, balanced and
reasonable way, or it is a proportionate means of achieving a legitimate aim.
If this can be shown, then the treatment will be lawful.

͇̂́ §ĞóƣŵŪóďşĞ �ėŘƹƣƱŨĞŪƱƣ

10.1 The College encourages employees and learners to disclose their personal
needs in order for appropriate support to be put into place.

10.2 The duty to make reasonable adjustments aims to make sure that, as far as is
reasonable, an employee or learner has the same access to enable them to
carry out their duties or learning, and retain their employment, as a
non-disabled person or learner attending college to study.

10.3 A reasonable adjustment may include:
a) Making adjustments to premises
b) Re-allocating some or all of an employee’s duties
c) Transferring an employee to a role that values their skill set.

Rearranging a learner’s timetabled classes to allow for flexibility so as to
not discriminate against staff and learners who require additional time
for transition to and from college and between timetabled sessions.
Additionally, timetables may need to be rearranged to enable the use of
an alternative room if the existing room is not considered to be
accessible for a learner or member of staff.

d) Relocating an employee to a more suitable office
e) Giving an employee time off work for medical treatment or

rehabilitation. Considerations must also be given to learners who need
time off to attend medical appointments

f) Providing training or mentoring for an employee or learner
g) Supplying or modifying equipment, instruction and training manuals

for employees, learners
h) Any other adjustments that the College considers reasonable and

necessary provided such adjustments are within the financial means of
the College

i) Be flexible and treat issues raised by employee, learner with sensitivity
and consideration, in relation to:
● Residential/Educational visits
● Changing facilities
● Use of toilets

10.4 If an employee feels that any such adjustment could be made, they should
contact Human Resources. Learners are required to declare any personal
needs at interview or on application. This will allow the college to consider
reasonable adjustment and implement the required support.
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͇̂̂ �ŵŨƘşóŇŪƱƣ ŵĸ %ŇƣĐƛŇŨŇŪóƱŵƛǘ �ĞŁóǑŇŵƹƛ ͟ -ǗƱĞƛŪóş

11.1 The College’s position on discrimination is very clear: it will not tolerate any
form of discrimination, harassment or victimisation.

11.2 A complaint of discriminatory behaviour may arise from the behaviour of
contractors, learners, agency workers, services users and



to assist the effective implementation of this policy.

15.2 The effectiveness of the policy will be reviewed annually and action taken as
necessary. Please see appendix 1.

͇̂̇ �ėǑŇĐĞ óŪė ¯ƹƘƘŵƛƱ ŵŪ %ŇƣĐƛŇŨŇŪóƱŇŵŪ

16.1 Employees may contact Human Resources or their employee/ trade union
representative to access specialist advice, information and guidance
germane to their individual circumstances.

16.2 Learners may contact a member of the Safeguarding or Wellbeing Teams
for advice, information and guidance should the need arise.

̂ ͇̈ §ĞşĞǑóŪƱ jŇŪśƣ

17.1 Equality and Advisory Support Services Telephone: 0808 800 0082, Address:
FREEPOST EQUALITY ADVISORY SUPPORT SERVICE FPN4431, Website:
http:/Ѱ

http://www.citizensadvice.org.uk
https://www.gov.uk/civil-legal-advice


�ƘƘĞŪėŇǗ ͉̂ �ƹƛ �ƘƘƛŵóĐŁ Ʊŵ -ƚƹóşŇƱǘ tŵŪŇƱŵƛŇŪĹ ͙ĸŵƛ ¯Ʊóĸĸ͚

͇̂ ¤óƛƱ ̂

1.1. Introduction
As a public body, we are bound by duties that require us to examine the
impact of our policies and functions on equality, and to demonstrate how we
are promoting equality as an employer and service provider.

The specific duties state that employers monitor their workforce against the
nine protected characteristics to ensure that there is no discrimination
against any of these groups.

Additionally, we are required to publish the results of this monitoring with an
annual progress report.

1.2. Purpose Of This Guidance
This guidance aims to create a comprehensive, coherent and effective
monitoring and reporting strategy that will support the College in meeting
and exceeding equality and diversity requirements, both now and in the
future.

The legal and regulatory requirement to collect and publish equalities
monitoring information also supports the idea that we can use such
indicators to inform our strategic approach. It can then be used to
demonstrate progress and feed into planning activities.

With increasing emphasis on equality, inspection bodies such as OFh攈 ɕᘗ s
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Essentially, monitoring will allow us to identify potential discrimination and
provide evidence on whether we are treating our staff fairly.

1.4. How The Information Will Be Processed
All the data will be anonymised and aggregated by CIS.

The information will be recorded and stored by Human Resources.

The Head of People holds responsibility for gathering information on staff at
the recruitment stage and whilst they are employed at Petroc. The
information will then be used for reporting of information to the Governors,
Executive and/or the EDI Committee.

The report will constitute analysis of the data, identification of any inequality
trends, proposals and recommendations arising from the information.

All the information resulting from the monitoring will be available and
accessible to all staff.

The information will form part of the annual EDI Report to the corporation
and community.

1.5. Our Principles For Monitoring The Workforce
The College understands the sensitivities involved in asking people to
provide personal information about themselves which may be considered as
an intrusion into personal life or irrelevant in terms of doing a job.
Reluctance to do so may in part be due to not knowing why the information
is being collected, how it will be used, or who will handle it, in addition to
many other reservations.

To address any such issues, and to try and capture a maximum response
from the workforce, we will adhere to a set of principles:
● we will explain clearly what data/ information we are seeking to collect
● we will explain clearly why we are asking people to provide this

information
● we will explain clearly how the information is going to be used
● we will name the personnel who will handle the information

Furthermore, we will balance our legal obligation to monitor the workforce
with any concerns about collecting the information in the following ways:
● we will reassure staff that all data/ information will be anonymised
● we will inculcate a culture of openness and honesty, and clear

communication of the purpose for which the information is required, as
a result, staff will feel confident that the information is being collected
for positive reasons and that providing the information will lead to
improvements

● personnel handling the information will receive training on the General
Data Protection Regulations 2018
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● dismissals for poor performance
● dismissals for sickness
● redundancies
● retirement
● resignation
● termination for other reasons

For further details or information, please contact the EDI Committee at:
edicommittee@petroc.ac.uk.
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