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1. Policy Statement
Inspire South West (ISW) is committed to promoting equality, diversity, and inclusion in every aspect of our work—both in service delivery and as an employer. We aim to go beyond compliance with the law and create a culture rooted in fairness, dignity, respect, and opportunity for all.
We recognise that certain individuals and groups may face disadvantage or discrimination. We are determined to remove such barriers and foster an environment where all are treated equitably and respectfully, regardless of background.
No person working for or on behalf of ISW—or receiving services from us—should be treated less favourably due to any protected characteristic, including:
· Age
· Disability
· Sex
· Gender reassignment
· Marriage or civil partnership
· Pregnancy or maternity
· Race, including colour, nationality, and ethnic or national origins
· Religion or belief
· Sexual orientation
ISW also recognises that discrimination may be direct or indirect, and may occur at personal, institutional, or structural levels. We are committed to challenging and eliminating all forms of discrimination.

2. Legal Framework
This policy is underpinned by the following legislation:
· Equality Act 2010
· Human Rights Act 1998
· Protection from Harassment Act 1997
· Employment Rights Act 1996
· Employment Relations Act 1999
· Worker Protection (Amendment of Equality Act 2010) Act 2023 – from 26 October 2024 employers must take reasonable steps to prevent sexual harassment of employees. From 30 October 2026, the Employment Rights Act 2025 strengthens this to “all reasonable steps” and introduces protection against third-party harassment.
· Employment Rights Act 2025 – includes employment-law reforms being commenced in stages. Relevant changes include strengthened whistleblowing protection relating to sexual harassment from 6 April 2026, and from 30 October 2026 stronger duties concerning prevention of sexual harassment and third-party harassment. Other reforms take effect on dates set by legislation and commencement regulations.
· Employment Act 2002
· Gender Recognition Act 2004
· Trade Union and Labour Relations (Consolidation) Act 1992
· Immigration, Asylum and Nationality Act 2006 and current right-to-work legislation
· Public Sector Equality Duty – Equality Act 2010, section 149 (applicable to public authorities and to other persons only when exercising public functions). ISW will support commissioning public bodies to meet applicable equality duties and will have due regard to equality impacts in its own decision-making as good practice.
3. Partnership with External Agencies
ISW understands the additional responsibilities that statutory partners hold under the Equality Act 2010, particularly those under the General Equality Duty, which aims to:
· Eliminate unlawful discrimination, harassment, and victimisation
· Advance equality of opportunity
· Foster good relations between different communities
When working with public sector organisations, ISW will align with these aims.
4. Training and Communication
All new staff and volunteers receive equality and diversity training during induction and are provided access to the Equality and Diversity Policy.
Updates on equality matters are shared with all staff via email. Self-employed practitioners are expected to uphold the principles of this policy while working on behalf of ISW.

5. Assessing Impact
While ISW does not currently operate a formal Equality Impact Assessment policy, we do review our practices to evaluate any potential impact—positive or negative—on individuals with protected characteristics. These assessments will be conducted openly and fairly.

6. Reasonable Adjustments
ISW is committed to providing reasonable adjustments to meet the needs of staff, students, or service users covered under the Equality Act 2010. These may include:
· Flexible working arrangements
· Modified duties or equipment
· Homeworking options
· Additional supervision, mentoring, or phased returns to work
(Examples are included in Appendix C.)

7. Governance and Individual Responsibility
CEO Accountability:
Lyn Brown, Founder and CEO, holds overall responsibility for the implementation and oversight of this policy.
All Staff Responsibilities:
Everyone at ISW—including employees, practitioners, coaches and trainers—is expected to:
· Promote inclusivity and fairness
· Challenge and report bullying, harassment or discrimination
· Seek support and advice where needed on equality matters
· Apply the principles of this policy when engaging with clients, students, and colleagues

8. Monitoring and Review
ISW may monitor equality and diversity information where there is a clear purpose and lawful basis, using proportionate data-minimisation and confidentiality safeguards. Equality monitoring data is voluntary where appropriate, kept separate from selection decisions, and handled in accordance with UK GDPR and the Data Protection Act 2018.
This policy is reviewed annually and updated as necessary to reflect legal changes and best practice.

Appendix A – General Equality Duty (Equality Act 2010, Section 149)
Public sector organisations must have due regard to the need to:
· Eliminate unlawful discrimination, harassment and victimisation
· Advance equality of opportunity between those who share and do not share a protected characteristic
· Foster good relations between different groups
This includes:
· Removing or minimising disadvantage
· Meeting different needs, particularly of disabled individuals
· Encouraging participation in underrepresented areas
Note: The duty also applies in limited form to marriage and civil partnership (elimination of discrimination only).
Appendix B – Glossary of Key Terms
· Disability: A physical or mental impairment that has a substantial and long-term adverse effect on a person’s ability to carry out normal day-to-day activities, as defined by the Equality Act 2010.
· Diversity: Valuing people's different backgrounds, skills, experiences, and perspectives
· Gender Reassignment: The protected characteristic covering a person who is proposing to undergo, is undergoing or has undergone a process (or part of a process) of reassigning their sex, as defined by the Equality Act 2010.
· Harassment: Unwelcome behaviour creating an intimidating, hostile or offensive environment
· Protected Characteristics: Defined under the Equality Act 2010 (see Section 1)
· Sexual Orientation: A person’s sexual or romantic attraction to others
· Trans: A commonly used umbrella term. It is not itself the wording of a protected characteristic in the Equality Act 2010; the relevant protected characteristic is gender reassignment.
· Victimisation: Treating someone unfairly because they have made or supported a complaint about discrimination

Appendix C – Examples of Reasonable Adjustments
Working Arrangements:
· Phased return to work
· Adjusted working hours
· Remote working
· Leave for treatment or rehabilitation
Job Adjustments:
· Modified duties or responsibilities
· Adapted equipment or workspace
· Additional training, support or supervision
· Provision of a buddy or mentor

Policy Review
This policy will be reviewed annually, or sooner if changes in legislation, practice, or provision require it.
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