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1. Introduction 
 
Aspiration Training Limited is committed to promoting equal opportunities in employment. 
You and any job applicants will receive equal treatment regardless of age, disability, gender 
reassignment, marital or civil partner status, pregnancy or maternity, race, colour, nationality, 
ethnic or national origin, religion or belief, sex or sexual orientation (protected 
characteristics). 
 

1. Scope of policy: 
 
This policy sets out our approach to equal opportunities and the avoidance of discrimination 
both in learning, training and at work. It applies to all aspects of recruitment, teaching, 
learning, assessment and employment with Aspiration Training. 
 
This policy cannot be viewed in isolation and must be read in conjunction with the following 
policies: 

 

• ATL Additional Learner Support policy (England) 

• ATL Additional  

• ATL Complaints, Compliments and Comments policy 

• ATL Code of Conduct – Apprentices 

• ATL Code of Conduct – Team members 

• ATL Code of Conduct – Traineeships 

• ATL Culture Guide 

• ATL Team member Engagement policy 

• ATL Grievance policy 

• ATL Learner Recruitment policy 

• ATL Safer Recruitment policy 

• ATL Redundancy policy 

• ATL Training and Development policy 
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• ATL Whistleblowing policy 
 
2. Impact on Learners and Team members: 

 
The implementation of this policy and procedure will support the creation of a safe learning and 
working environment, where learners and team members are treated fairly and with respect. 
This will also help to ensure that all learners, no matter their background, values or beliefs are 
able to learn effectively, achieving their full learning potential. 
 

3. Definitions: 
 

Discrimination 
 

You must not unlawfully discriminate against or harass other people including current and 
former team members, job applicants, clients, customers, suppliers and visitors. This applies 
in the workplace, outside the workplace (when dealing with customers, suppliers or other 
work-related contacts, and on work-related trips or events including social events). 

 

The following forms of discrimination are prohibited under this policy and are unlawful: 
 

Direct discrimination: treating someone less favourably because of a Protected 
Characteristic. For example, rejecting a job applicant because of their religious views or 
because they might be gay. 

 
Indirect discrimination: a provision, criterion or practice that applies to everyone but 
adversely affects people with a particular Protected Characteristic more than others, and is 
not justified. For example, requiring a job to be done full-time rather than part-time would 
adversely affect women because they generally have greater childcare commitments than 
men. Such a requirement would be discriminatory unless it can be justified. 

 

Harassment: this includes sexual harassment and other unwanted conduct related to a 
Protected Characteristic, which has the purpose or effect of violating someone's dignity or 
creating an intimidating, hostile, degrading, humiliating or offensive environment for them. 
Harassment is dealt with further in our Anti-harassment and Bullying Policy. 

 
Victimisation: retaliation against someone who has complained or has supported someone 
else's complaint about discrimination or harassment. 

 

Disability discrimination: this includes direct and indirect discrimination, any unjustified 
less favourable treatment because of the effects of a disability, and failure to make 
reasonable adjustments to alleviate disadvantages caused by a disability. 
 

4. Equality, Diversity and Inclusion in learning: 
 
Aspiration Training seeks to increase participation and achievement of under-represented 
minority groups within the learning sector through: 

 

• Tackling under-representation through promotion of available courses to young people, adults, 

those from minority and disadvantaged groups and those from rural areas  

• Regularly attending Careers and school open days to promote courses to young people, 

including those from minority or disadvantaged groups 

• Developing progression routes for unemployed and young learners which positively address 

under-representation in subject sectors 

• Developing relationships with ‘link workers’, charities and third sector organisations to widen 

participation of minority groups  

• Developing a range of promotional case studies for displaying at centres 

• Using promotional materials which reflect and reinforce the diversity of society and where 

appropriate counter stereotypes 



 

• Ensuring the early identification of potential barriers to learning and providing support in order 

to succeed in learning 

• Liaising with learners and employers to develop action plans to address any negative trends 

identified 

 
Aspiration Training seeks to increase participation and achievement of under-represented 
minority groups within the learning sector through: 

 

• Frequent monitoring of appropriate Key Performance Indicators (KPIs) to measure participation 

and achievement rates of different groups of learners  

• More detailed evaluation of achievement and participation trends which are externally 

benchmarked 

• Annual evaluation of participation and achievement by age, BAME identity, gender and disability 

status 

• Effective evaluation of Learner Voice results by key demographics 

• Evaluation of performance trends as part of the self-assessment process  

• Effective application of plans to secure improvement where needed 

 
5. Equality, Diversity and Inclusion in recruitment and employment: 

 

Aspiration Training will avoid unlawful discrimination in all aspects of employment including 
recruitment, promotion, opportunities for training, pay and benefits, discipline and selection 
for redundancy. 

 
Recruitment, promotion and other selection exercises such as redundancy selection will be 
conducted on the basis of merit, against objective criteria that avoid discrimination. 

 

Advertisements will avoid stereotyping or using wording that may discourage particular 
groups from applying. Applicants will not be asked questions which might suggest an 
intention to discriminate on grounds of a Protected Characteristic. For example, applicants 
should not be asked whether they are pregnant or planning to have children. 

 
Job applicants will not be asked about health or disability before a job offer is made, except 
in the very limited circumstances allowed by law: for example, to check that the applicant 
could perform an intrinsic part of the job (taking account of any reasonable adjustments), or 
to see if any adjustments might be needed at interview because of a disability. Where 
necessary, job offers can be made conditional on a satisfactory medical check. Health or 
disability questions may be included in equal opportunities monitoring forms, which must not 
be used for selection or decision-making purposes. 

 

Candidates for employment or promotion will be assessed objectively against the 
requirements for the job, taking account of any reasonable adjustments that may be required 
for candidates with a disability. Disability and personal or home commitments will not form 
the basis of employment decisions except where necessary. 

 
Part-time and fixed-term team members will be treated the same as comparable full-time or 
permanent team members and enjoy no less favourable terms and conditions (on a pro-rata 
basis where appropriate), unless different treatment is justified. 

 

Gender 
 

People are fully and properly represented and supported through: 
 

• Challenging gender stereotypes; 

• Supporting team members in balancing their life at work and at home; 

• Supporting team members who are having children; and 

• Taking active steps to facilitate their return to work after parental leave e.g. maternity, 



 

paternity, adoption, shared parental leave. 
 

Trans-gender status 
 

People who plan to undergo, are undergoing, or have undergone gender re-assignment are 
protected against all forms of discrimination and harassment. The employer will take positive 
steps to support a trans-gender person and ensure they are treated with dignity and respect. 

 

Marital status 
 

People are treated fairly and equally in the workplace irrespective of their marital, civil 
partnership or family status. 



 

Race 
 

The racial and cultural diversity of our communities is represented through: 
 

• Challenging racial stereotypes; and 

• Understanding, respecting and valuing different racial and cultural backgrounds and 
perspectives. 

Disabilities 
 

If you are disabled or become disabled, we encourage you to tell us about your condition so that 
we can consider what reasonable adjustments or support may be appropriate. 

 
The Company will make reasonable adjustments to its standard working practices to overcome 
barriers caused by disability. 

 

Age 
 

Age diversity within the workforce is promoted and valued through: 
 

• Challenging age stereotyping; and 

• Recognising the benefits of a mixed-age workforce. 

 

Religious belief and political opinion 
 

People are treated fairly in the workplace irrespective of their religious beliefs and practices 
or political opinions by recognising individuals’ freedom of belief and right to protection from 
intolerance and persecution. 

 

HIV 
 

Discrimination against an team member or potential team member on grounds that they 
have, or are thought to have, HIV or AIDS is not acceptable, and confidentiality will be 
respected in line with the wishes of an individual with HIV or AIDS. 

 

Sexuality 
 

People are treated fairly in the workplace irrespective of their sexuality through: 
 

• Respecting different lifestyles; and 

• Challenging negative stereotypical views. 

Part-time and fixed-term work 
 

Part-time and fixed-term team members will be treated the same as comparable full-time or 
permanent team members and enjoy no less favourable terms and conditions (on a pro-rata 
basis where appropriate), unless different treatment is justified.



 

 
6. Breaches of this policy: 

 

Aspiration Training takes a strict approach to breaches of this policy which will be dealt with 
in accordance with the relevant Disciplinary Procedure. Serious cases of deliberate 
discrimination may amount to gross misconduct resulting in dismissal from employment or 
learning. 

 
If you believe that you have suffered discrimination you can raise the matter through the 
Grievance, Complaints, Compliments or Comments or Whistleblowing Procedure. Complaints 
will be treated in confidence and investigated as appropriate. 

 

You will not be victimised or retaliated against for complaining about discrimination. However, 
making a false allegation deliberately and in bad faith will be treated as misconduct and dealt 
with under the relevant Disciplinary Procedure. 

 

7. Communication and engagement: 
 

This policy will be shared with learners and employers as part of the sign-up and enrolment 
process, and confirmation of this will form part of the signed Commitment Statement between 
Aspiration Training, the employer and the learner and will be available on the Aspiration 
Training website.  Themes of equality, diversity and inclusion are embedded throughout all 
programmes of learning. 

 
This policy will be shared with Aspiration Training team members as part of their induction 
schedule and will be available as part of the electronic company handbook.  All team members 
are required to undertake training on equality diversity and inclusion on an annual basis or 
sooner if changes to the policy or procedure are implemented.   

 

 
9. Monitoring and review: 
 

This policy will be reviewed on an annual basis and where there are changes to regulatory 
requirements.    Reviews will be validated by the Board of Directors. 
 

 
 

This Equality, Diversity and Inclusion policy is not contractual and may be 
varied by Aspiration Training at any time. 

 
 

 
This policy has been approved and validated by the Aspiration Training Board of 
Directors. 
 
 
 
Signed:  
 
 
  Antony Weber-Wright 
  Director of Quality and Compliance      


