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Statement
Ashfield Group (the Company) are committed to safeguarding and investing in promoting the
welfare of the vulnerable individuals.

Aims & Objectives
The company recognises that discrimination is not only unacceptable it is also unlawful.

The company’s aim is to:

Develop and promote a culture of diversity and equality throughout the organisation.
Make the best use of the range of talent and experience available within the workforce.
Develop and promote a culture of fairness, integrity, and dignity.

Ensure that no job applicant or employee is discriminated against, directly or indirectly, on
any lawful grounds.

Ensure all job applicants will be considered solely on their ability to do the job.

Ensure interview questions will not be of a discriminatory nature.

Ensure all promotions will be made on the merit in line with the principals of the policy.
To support all team members, regardless of race, national or ethnic origin, age, disability,
gender, sexual orientation, gender reassignment, religion, or belief.

Deal with all forms of discrimination consistently, promptly, and effectively.

Prevent all forms of unlawful disclination.

By including this policy in the Employee Handbook, all employees are made aware that the
Company will act in accordance with all statutory requirements and take into account any relevant
codes of practice.

This policy will be assessed at regular intervals to ensure that equality of opportunity is afforded
to all employees.

Under the Equality Act 2010 people are legally protected against discrimination due to their race.
This includes their skin colour, nationality, or ethnic origins.

The Company is committed to building a Company in which racial equality and diversity is
supported, understood, valued, and respected, where people of minority ethnic backgrounds have
a sense of belonging which is acknowledged and valued by people from all backgrounds.

Treatment Of Applicants
In order to avoid direct or indirect discrimination it is recommended that:

. Reception and personnel team members to be instructed not to treat casual or formal
applicants from particular racial groups less favourably than others. These
instructions should be confirmed in writing.

e In addition, team members responsible for short listing, interviewing, and selecting
candidates should be:

o Clearly informed of selection criteria and of the need for their consistent
application.

o Given guidance or training on the effects which generalised assumptions and
prejudices about race can have on selection decisions.

o Made aware of the possible misunderstandings that can occur in interviews
between persons of diverse cultural background.
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. Wherever possible, short listing and interviewing should not be done by one person
alone but should at least be checked at a more senior level.

Trainin
The Cor%pany provides guidance and training to all team members;
. as part of an induction process,
. during regular team meetings,
. by asking team members to complete an online training package.

Training includes:

° The law covering all the protected characteristics and what behaviour is and is not
acceptable.

. The risk of ignoring or seeming to approve inappropriate behaviour and personal
liability.

. How discrimination can affect the way an employer functions and the impact that
generalisations, stereotypes, bias, inappropriate language in day-to-day operations
can have on people’s chances of obtaining work, promotion, recognition, and respect.

. Monitoring.
. The equality policy, why it has been introduced and how it will be put into practice.

Workforce Monitoring
As a part of our routine practices, we monitor and report on a full range of aspects of our activities
including:
° income and expenditure
health and safety
sickness absence
training
environmental issues and so on.

All team members are advised of the reason you are asking them for monitoring information.

The information provided by the team will:
. not be used to discriminate against them, harass them or victimise them, and
. gather, keep, and use information in a way that means this is true,

Full details of the process in place for gathering, storing, and using information are available for
HR on request.

Genuine Occupational Qualification

Selection on racial grounds is allowed in certain jobs where being of a particular racial Group is
a genuine occupational qualification for the job. An example is where the holder of a particular
job provides persons of a racial group with personal services promoting their welfare, and a
person of that group can most effectively provide those services.
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Transfer
In order to avoid direct or indirect discrimination it is recommended that:

. Team members responsible for selecting employees for transfer to other jobs should
be instructed to apply selection criteria without unlawful discrimination.

. Industry or company agreements of custom and practice on job transfers should be
examined and amended if they are found to contain requirements or conditions, which
appear to be indirectly discriminatory. For example, if employees of a particular racial
group are concentrated in particular sections, the transfer arrangements should be
examined to see if they are unjustifiably and unlawfully restrictive and amended if
necessary.

o Team members responsible for selecting employees for training whether induction,
promotion or skill training should be instructed not to discriminate on racial grounds.

. Selection criteria for training opportunities should be examined to ensure that they
are not indirectly discriminatory.

Dismissal (Including Redundancy) And Other Detriment
It is unlawful to discriminate on racial grounds in dismissal, or other detriment to any employee.

It is therefore recommended that:
. Team members responsible for selecting employees for dismissal, including
redundancy, should be instructed not to discriminate on racial grounds.
° Selection criteria for redundancies should be examined to ensure that they are not
indirectly discriminatory.

Performance Appraisals
It is unlawful to discriminate on racial grounds in appraisals of employee performance.

It is recommended that:
. Team members responsible for performance appraisals should be instructed not to
discriminate on racial grounds.
° Assessment criteria should be examined to ensure that they are not unlawfully
discriminatory.

Recruitment
All applicants should complete application forms for employment in order that personnel can
ascertain the percentage of ethnic minority applicants.

All senior managers responsible for recruitment should ensure that compliance with the above is
conducted in order that the company can operate and comply with its equal opportunities policy.

Commitment
Ashfield Group are committed to safeguarding and investing in promoting the welfare of the
vulnerable individuals.

If you have any questions or concerns about this policy or the details within, please speak to the
HR Manager.
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