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Diversity and Equal Opportunities Policy 

Our Policy 
 
Foster Denovo is committed to providing equal opportunities to employees and potential 
employees irrespective of their gender, sexual orientation, race, colour, ethnic origin,  
nationality, disability, gender reassignment, marital or civil partnership status, pregnancy 
or maternity, religion or belief.  We recognise that discrimination in the workplace in any 
form is unacceptable and, in most cases, unlawful.  We oppose all forms of unlawful 
and unfair discrimination and all employees will be treated fairly, equally with respect  
without favour or prejudice. This applied to all aspects of employment including 
recruitment, promotion, opportunities for training, discipline and selection for 
redundancy, pay and benefits. 
 
We promote an inclusive working environment in which diversity is recognised, valued 
and encouraged.  We acknowledge the multi-cultural and diverse nature of the UK 
workforce and society in general.  We are committed to principles of fairness and 
mutual respect where everyone accepts the concept of individual responsibility.   
 
We expect you to treat everyone you encounter on our behalf fairly and with respect. 
We seek to nurture positive relationships throughout and beyond our workforce. 
Everyone we employ has a role to play in the development of our organisation. Nobody 
should feel excluded by their identity, background or circumstances. We all have 
something positive to offer and we welcome the diversity of views and opinions inclusive 
organisations embrace. 
 
Our policy complies with current legislation.  We review it regularly and update it 
whenever the law changes.  However, we recognise that equality, diversity and 
inclusion are best achieved by everyone’s day to day commitment.  We will consider 
support and training where necessary to achieve, maintain and promote our equality, 
diversity and inclusion agenda. 
 
This policy covers all colleagues, consultants, contractors, casual workers and agency 
workers. They must make sure they observe and adhere to this policy at all times.  We 
view any breach seriously.   
 
Protected Characteristics 
 
It is unlawful to discriminate directly or indirectly in recruitment of employment because 
of the protected characteristics known as their gender, sexual orientation, race, colour 
ethnic origin or nationality, disability, gender reassignment, marital or civil partnership 
status, pregnancy or maternity, religion or belief.  The following types of discrimination 
are prohibited under this policy: 
 
Direct Discrimination – a person who is treated less favourably than another because 
of a protected characteristic. 
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Indirect Discrimination – this is where a practice is applied to everyone but adversely 
affects individuals who have a relevant protected characteristic and it cannot be shown 
to be proportionate. 
 
Harassment – where there is unwanted conduct related to one of the protected 
characteristics (with the exception of marriage and civil partnership and pregnancy and 
maternity) that had the purpose of violating a person’s dignity or creating and 
intimidating or offensive environment.  Harassment is dealt with in our bullying and 
harassment policy. 
 
Associative discrimination – where an individual is discriminated against or harassed 
for association with another individual who has a protected characteristic. 
 
Victimisation – occurs where an individual is subjected to detriment such as being 
denied a training opportunity because when he/she has made or supported a complaint 
or raised a grievance under the Equality Act 2010. 
 
Perceptive Discrimination – where an individual is discriminated against or harassed 
on the perception that he/she has a protected characteristic (other than marriage, civil 
partnership and pregnancy or maternity). 
 
Disability Discrimination – includes direct and indirect discrimination and any 
unjustified less favourable treatment because of a disability and failure to make 
reasonable adjustments. 
 
Failure to make reasonable adjustments – is where a physical feature or practice 
puts a disabled person at a substantial disadvantage compared with someone who 
does not have that protected characteristic.   
 
We aim to: 
 

• recruit, retain and develop the best people. 
 

• ensure that no applicant or employee receives less favourable treatment and 
that, wherever possible, they are given the assistance they need to attain their 
full potential to the benefit of Foster Denovo and themselves, this includes 
recruitment, selection and promotion. 

 

• ensure legal compliance, recognising our obligations and responsibilities under 
current UK legislation and aligning to best practice to ensure our processes are 
of a suitable standard. 

 

• create an open and inclusive culture where differences are recognised.  
 

• educate our employees on the value of inclusion & diversity. 
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Our Commitment 
 
We will incorporate equal employment opportunities and diversity into people 
management through the following processes. 

 
Equal Opportunities in Recruitment and Selection 
 

• Job specifications and advertisements will be limited to those requirements that 
are necessary for the effective performance of the job and vacancies will be 
advertised to a diverse selection of the market. 
 

• Job applicants will not be asked questions that may suggest an intention to 
discriminate on the grounds of a protected characteristic. 
 

• Job applicants will not be asked about health or disability before a job offer is 
made unless with the approval of the HR Department. 
 

• Only where necessary, job offers can be made conditional of a satisfactory 
medical assessment. 

 

• We are required by law to ensure that all colleagues are entitled to work in the 
UK.  All applicants regardless of nationality must be able to produce original 
documents before employment starts to satisfy current immigration legislation. 

 
 
Equal opportunities for Promotion  
 
Candidates for promotion will be assessed objectively against the requirements for the 
job taking account any reasonable adjustments that may be required in the event of a 
disability. 
 
We will consider any possible indirect discrimination within standard working practices 
including the number of hours to be worked and the place of work. When considering 
requests for variation we will refuse such requests only if we consider there are good 
reasons unrelated to any protected characteristic. 
 

• Steps will be taken to ensure that we have the broadest applicant pool from 
which to select candidates, internally & externally. 
 

• The approach to all vacancy advertisements will be inclusive and non-
discriminatory and all appropriate media will be considered.   
 

• Selection criteria will focus on ability, competencies and skills necessary to 
perform the job.  These will be kept under constant review to ensure they are 
justifiable and non-discriminatory. 
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• Our recruitment process will be based on ability and job performance criteria, 
ensuring assessment methods and tools are non-discriminatory.  This will be 
regularly monitored through the Human Resources team and we will also work in 
partnership with recruitment suppliers to guarantee the fairness of all our 
recruitment & selection processes. 
 

• Promotion decisions will be made on the basis of employees’ skills, experience, 
knowledge and performance. 

 
Training & Development 
 

• We will provide all employees with the same opportunity to access training & 
development consistent with the business needs. 
 

• We will design the content of any courses/workshops/team days to ensure 
suitability for all and leverage different learning styles, creating an environment 
that encourages people to realise their full potential. 

 
 
Disciplinary & Grievance Procedures 
 

• Policy and procedures relating to the termination of employment, particularly 
where selection criteria for redundancy are concerned, should be designed to 
ensure that they are not unlawfully discriminatory 
 

• We will not tolerate any form of harassment or bullying. Should an employee 
consider that he/she is suffering unfair treatment then this should be raised 
through our grievance procedure. Complaints will be treated in confidence and 
investigated as appropriate. 
 

• Breaches of our Equal Opportunity Policy will be regarded as misconduct and 
could lead to disciplinary proceedings.  Serious acts of discrimination, 
harassment or victimisation are deemed as gross misconduct and may result in 
summary dismissal. 
 

• There will be no victimisation or retaliation against colleagues who complain 
about discrimination, however making a false allegation deliberately will be 
treated as misconduct and dealt with under the disciplinary procedure. 

 
 
 
 
 
Monitoring 
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• It is the responsibility of all senior managers to ensure that all aspects of the 
policy are adhered to. It is the responsibility of all employees to embrace not only 
the letter but the spirit of the policy, treating all colleagues with respect. 
 

• For the effective operation of the policy, a record may be kept of all employees 
and job applicants’ gender, racial origin, age and disability status.  This 
information will be treated with the strictest confidence for equal opportunities 
monitoring purposes only. 
 

• The policy and procedures will be reviewed and updated as required to eliminate 
unlawful direct and indirect discrimination and to promote equality of opportunity, 
diversity and inclusiveness. 
 

• Failure to comply with this policy could lead to disciplinary action. 
 

 
Disabilities 
 
The organisation will be responsible for consulting with the disabled colleague to ensure 
reasonable adjustments are made to help overcome or minimise any difficulty.  It may 
be necessary for us to consult with them and their medical advice about these 
adjustments. 
 
We will monitor the physical features of our premises to consider if they may place 
anyone with a disability at a substantial disadvantage and will make such adjustments 
are reasonable to enable a disabled colleague to carry out their duties.  Where during 
the course of employment a disabled colleague recognises the needs for a reasonable 
adjustment to working arrangements or to a feature of the premises it should be 
discussed with HR in the first instance. 

 
 

References 
 
References requested for ex-employees are processed through the Human Resources 
Department.  They contain factual information only; Date of Commencement, Date of 
Leaving and Position on Leaving. 
 
This policy does not form part of your contract of employment and may be amended at 
any time. 
 

Your Responsibilities 

 
Each and every one of us is a stakeholder in the success of this policy.  We expect 
everyone to make a positive contribution towards an inclusive environment of equal 
opportunity throughout the organisation.  Please make sure you observe this policy at 
all times.  In particular, you have individual responsibility to adopt the following: 
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• Do not take unlawful discriminatory actions or decisions contrary to the spirit of this 
policy. 
 

• Do not discriminate against, harass, abuse or intimidate anyone on account of their 
protected characteristics. 
 

• Do not place pressure on any other employee to act in a discriminatory manner. 
 

• Resist pressure to discriminate placed on you by others and report such 
approaches to an appropriate manager. 
 

• Co-operate when we investigate, including providing evidence of conduct which 
may amount to discrimination. 
 

• Co-operate with any measures introduced to develop or monitor inclusion, diversity 
and equal opportunity. 

 
Discrimination is not just treating one person less favourably than another.  It can take 
place because: - 
 

• Someone associates with a person with a protected characteristic; 
 

• Someone is believed to possess a protected characteristic (even if they don’t); 
 

• Something particularly disadvantages people who share a protected characteristic 
more than others. 

 
We expect you to treat, and be treated by, staff and the people you deal with fairly and 
with respect. 
 
If you feel subject to exclusion or discrimination, make clear to the individual concerned 
that you find it unacceptable.  Person-to-person discussion at an early stage may be 
enough to resolve it without involving anyone else.  Alternately, seek the help of a 
trusted colleague and ask them to approach whoever has caused you to feel like this. 
 
If your concerns continue, or you consider an instance particularly serious, please 
implement the grievance procedure.  We assure you that grievances will be dealt with 
promptly and in a discreet and caring manner. 
 
Should you feel an individual grievance is not appropriate to the situation, you may 
consider using our confidential reporting procedure. 
 


