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Smile Educat ion recognises that discr iminat ion and v ict imisat ion is  unacceptable and that i t  i s  in

the interests  of  the Company and i ts  employees to ut i l i se the sk i l l s  of  the total  workforce.  I t  i s  the

aim of Smi le Educat ion to ensure that no employee or  job appl icant receives less favourable

faci l i t ies or  t reatment (e i ther di rect ly  or  indi rect ly)  in  recruitment or  employment on grounds of

age,  disabi l i ty ,  gender/gender reass ignment,  marr iage / civ i l  partnership,  pregnancy/maternity ,

race,  re l ig ion or  bel ief ,  sex,  or  sexual  or ientat ion (the protected character ist ics) .   

Our aim is  that our  workforce wi l l  be t ru ly  representat ive of al l  sect ions of  society and each

employee feels  respected and able to give their  best .   

We oppose al l  forms of unlawful  and unfair  d iscr iminat ion or  v ict imisat ion.  To that end,  the purpose

of th is  pol icy is  to provide equal i ty  and fai rness for  al l  in  our  employment.  

 Al l  employees,  whether part-t ime,  fu l l-t ime or  temporary ,  wi l l  be t reated fai r ly  and with respect.

Select ion for  employment,  promotion,  t rain ing or  any other benef i t  wi l l  be on the basis  of  apt i tude

and abi l i ty .  Al l  employees wi l l  be helped and encouraged to develop their  fu l l  potent ia l  and the

talents and resources of the workforce wi l l  be fu l ly  ut i l i sed to maximise the eff ic iency of the

organisat ion.   

Our staff  wi l l  not discr iminate di rect ly  or  indi rect ly ,  or  harass customers or  c l ients because of age,

disabi l i ty ,  gender reass ignment,  pregnancy and maternity ,  race,  re l ig ion or  bel ief ,  sex,  and sexual

or ientat ion in the provis ion of the Company’s  goods and serv ices.   

Th is  pol icy and the associated arrangements shal l  operate in accordance with statutory

requirements.  In  addit ion,  fu l l  account wi l l  be taken of any guidance or  Codes of Pract ice issued by

the Equal i ty  and Human Rights Commiss ion,  any Government Departments ,  and any other statutory

bodies.   

To create an envi ronment in which indiv idual  differences and the contr ibut ions of  al l  our  staff

are recognised and valued. 

Every employee is  ent i t led to a work ing envi ronment that promotes dignity  and respect for  al l .

No form of int imidat ion,  bul ly ing or  harassment wi l l  be tolerated.  

Commitment 



Train ing,  development and progress ion opportunit ies are avai lable to al l  staff .  

To promote equal i ty  in  the workplace which we bel ieve is  good management pract ise and makes

sound business sense.  

We wi l l  rev iew al l  our  employment pract ices and procedures to ensure fai rness.  

Breaches of our  equal i ty  pol icy wi l l  be regarded as misconduct and could lead to discipl inary

proceedings.  

This  pol icy is  fu l ly  supported by senior  management.  

The pol icy wi l l  be monitored and reviewed regular ly .  

al l  thei r  staff  are aware of the pol icy and the arrangements ,  and the reasons for  the pol icy;  

gr ievances concerning discr iminat ion are dealt  with proper ly ,  fai r ly  and as quick ly  as poss ible;  

proper records are maintained. Head Off ice wi l l  be responsible for  monitor ing the operat ion of

the pol icy in respect of  employees and job appl icants ,  including per iodic departmental  audits .  

Responsibi l i t ies of  Management  

Responsibi l i ty  for  ensur ing the effect ive implementat ion and operat ion of the arrangements wi l l

rest  with the Managing Director .  The leadership team wi l l  ensure that they and their  staff  operate

within th is  pol icy and arrangements and that al l  reasonable and pract ical  steps are taken to avoid

discr iminat ion.   

Each manager wi l l  ensure that:   

comply with the pol icy and arrangements;   

not discr iminate in their  day to day act iv i t ies or  induce others to do so;   

not v ict imise,  harass or  int imidate other staff  or  groups who have,  or  are perceived to have one

of the protected character ist ics.  

ensure no indiv idual  is  d iscr iminated against  or  harassed because of their  associat ion with

another indiv idual  who has a protected character ist ic.   

inform their  manager i f  they become aware of any discr iminatory pract ice.   

Responsibi l i t ies of  Staff  

Responsibi l i ty  for  ensur ing that there is  no unlawful  discr iminat ion rests  with al l  staff  and the

att i tudes of staff  are crucial  to the successful  operat ion of fai r  employment pract ices.  In

part icular ,  a l l  members of  staff  should:   

Third Parties 

 Th i rd-party harassment occurs when a Smi le Educat ion employee is  harassed,  and the harassment

is  re lated to a protected character ist ic ,  by th i rd part ies such as c l ients or  customers.  Smi le

Educat ion wi l l  not to lerate such act ions against  i ts  staff ,  and the employee concerned should

inform their  manager/superv isor  at  once that th is  has occurred.   



The Company wi l l  fu l ly  invest igate and take al l  reasonable steps to ensure such harassment does

not happen again.  

Related Policies And Arrangement

Al l  employment pol ic ies and arrangements have a bear ing on equal i ty  of  opportunity .  The Company

pol ic ies wi l l  be rev iewed regular ly  and any ident i f ied discr iminatory e lements removed.  

make reasonable adjustments to maintain the serv ices of an employee who becomes disabled,

for  example,  t rain ing,  provis ion of special  equipment,  and reduced work ing hours.  (NB:

managers are expected to seek advice and guidance from external  agencies where appropr iate

to maintain disabled people in employment) ;   

include disabled people in t rain ing/development programmes;   

give fu l l  and proper considerat ion to disabled people who apply for  jobs,  having regard to

making reasonable adjustments for  thei r  part icular  apt i tudes and abi l i t ies to al low them to be

able to do the job.   

Rights Of Disabled People  

The Company attaches part icular  importance to the needs of disabled people.  Under the terms of

this  pol icy ,  managers are required to:   

Equality Training 

A ser ies of  regular  br ief ing sess ions wi l l  be held for  staff  on equal i ty  issues.  These wi l l  be repeated

as necessary.  Equal i ty  information is  a lso included in induct ion programmes.  Train ing wi l l  be

provided for  managers on th is  pol icy and the associated arrangements.  Al l  managers who have an

involvement in the recruitment and select ion process wi l l  receive t rain ing.   

Monitoring  

The Company deems i t  appropr iate to state i ts  intent ion not to discr iminate and assumes that th is

wi l l  be t rans lated into pract ice consistent ly  across the organisat ion as a whole.  Accordingly ,  a

monitor ing system wi l l  be introduced to measure the effect iveness of  the pol icy and arrangements.

 

The system wi l l  involve the rout ine col lect ion and analys is  of  information on employees by gender ,

mar i tal  status ,  ethnic or igin ,  sexual  or ientat ion,  re l ig ion/bel iefs ,  grade and length of serv ice in the

current grade. Information regarding the number of staff  who declare themselves as disabled wi l l

a lso be maintained.  



 There wi l l  a lso be regular  assessments to measure the extent to which recruitment to the f i rst

appointment ,  internal  promotion and access to t rain ing/development opportunit ies affect equal

opportunit ies for  al l  groups.   

We wi l l  maintain information on staff  who have been involved in certain key pol ic ies:  Discipl inary ,

Gr ievance and Bul ly ing & Harassment.   

Where appropr iate equal i ty  impact assessments wi l l  be carr ied out on the results  of  monitor ing to

ascertain the effect the Company pol ic ies and our serv ices/products may have on those who

exper ience them.  

The information col lected for  monitor ing purposes wi l l  be t reated as conf ident ia l  and i t  wi l l  not be

used for  any other purpose.  

 

I f  monitor ing shows that the Company,  or  areas with in i t ,  are not representat ive,  or  that sect ions of

our workforce are not progress ing proper ly  with in the Company,  then an act ion plan wi l l  be

developed to address these issues.  This  wi l l  include a rev iew of recruitment and select ion

procedures,  Company pol ic ies and pract ices as wel l  as considerat ion of tak ing legal  Posi t ive

Act ion.  

Grievance/Discipline  

Employees have a r ight to pursue a complaint  concerning discr iminat ion or  v ict imisat ion v ia the

Company Grievance or  Harassment Procedures.  Discr iminat ion and v ict imisat ion wi l l  be t reated as

discipl inary offences and they wi l l  be dealt  with under the Company Discipl inary Procedure.   

Review 

The effect iveness of  th is  pol icy and associated arrangements wi l l  be rev iewed annual ly  under the

direct superv is ion of the Managing Director .  


