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Human Resources Policy  Statement  HRPS8 
 
 
Equality and Diversity Policy  

 
The General 



ordinating staff initiatives that will enhance diversity, equality of opportunity and inclusion 
within the University. 

 
Application 

 
8. The general policy relates to all aspects of employment and academic life, including 
advertisements, recruitment, pay, terms and conditions of service, training, secondment, 
redeployment, benefits, promotions, grievance and disciplinary procedures, curriculum, 
pedagogy and assessment, course validation and admissions practices. The University will 
consider equality and diversity implications when entering into contractual relationships with 
other organisations such as tendered purchasing contracts and collaborative programmes of 
study. 

 
9. People not employed by the University but who are involved in the University’s 
activities, such as visitors, clients, external contractors etc., are expected to operate within 
the terms of the general policy. 

 
10. The policy applies to the treatment of existing as well as potential employees and 
students. 

 
Implementation 

 
11. Consultation with staff and students will be a necessary part of implementing the 
general policy and the specific policies and procedures. 

 
12. Staff and students will be informed of their responsibilities in relation to promotion 
and implementation of the Equality and Diversity Policy and procedures during their 
induction to Middlesex University and at various intervals during their employment or study. 

 
 
13. Appropriate training will be provided to assist with implementation of the Equality and 
Diversity Policy. 

 
14. Advice on the implementation of the specific policies can be accessed through 
Human Resource Services. 

 
15. The University will adopt the best equality and diversity practice in the light of both 
internal and external research and experience. 

 
Complaints 

 
16. Any complaint made with regard to inequality shall be dealt with under the terms of 
the appropriate complaints procedures, bearing in mind the safeguarding of individuals. 





Code of  Practice 1: Middlesex University  as an Inclusive Empl oyer 
 
Policy 

 
20. Middlesex University is committed to becoming an inclusive employer. It is important 
that people from all groups in society are represented at all levels of employment. This is 
important both for the success and development of the institution and for the provision of role 
models. Employment policy at Middlesex University will strive to: 

 
• eliminate unfair discrimination at each stage of the recruitment process and 

throughout an individual’s period of employment; 
• act positively, to redress discriminatory practices; 
• develop patterns of 



27. The constitution of recruitment and selection and promotions panels should be in 
accord with equality and diversity policy and practices. 

 
28. Promotion procedures and agreements will be reviewed periodically with the 
appropriate trades unions. Part of this review will ensure that they are consistent with the 
Equality and Diversity Policy. 

 
29. Employees who feel they have been unfairly discriminated against may pursue the 
matter under the Grievance Procedure. 

 
Organisational and Staff Development 

 
30. The Organisational and Staff Development Team will establish systems which will 
enable it to meet the needs of all employees at all levels and in all areas of work. 
Information about access to training and development opportunities will be available to all 
staff. Systematic and equitable criteria will be applied, and the value of the provision to 
the individual and the institution will be monitored. 

 
31. Action will be taken in the allocation of resources for staff development and training 
to support people from under-represented groups. All staff will receive training on equality 
and diversity. 

 
Career Development 

 
32. Career development opportunities will be consistently available to all staff, including 
secondments (see guidelines on HRS Intranet),  sabbaticals, (Human Resources Policy 
Statement HRPS14 Sabbatical Leave) and acting posts. 

 
33. In most cases posts, either temporary or permanent, will be advertised. Selection for 
such posts should be based on objective criteria, including job description and person 
specification, there may be exceptional circumstances when, because of urgent need, it is 
not t



• Dependency leave Leave); and 
• Career break and return to work Career Break Policy). 

 
37. The University will review and monitor working conditions in the institution to ensure 
that the working and built environment, and the conditions of employment do not limit the 
opportunity for employment or career progression for people who have a protected 
characteristic. 

 
Equal Pay 

 
38. The University has an Equal Pay Policy and is committed to the principle of equalo



Code of  Practice 2: Middlesex University  as an Equality  and Diversity  Institut ion in  
relation  to the Education of  Students  

 
Policy 

 
42. The University is committed to ensuring that all students enjoy equality of opportunity 
during their studies at Middlesex and are free from frthei Mon7Tw 0.25 0 Tditu [.004 T2
[(f)-6.196 -1.141 Td
( )Tj20unity

https://eur02.safelinks.protection.outlook.com/?url=https%3A%2F%2Funihub.mdx.ac.uk%2Fstudent-life%2Fwelcome&data=02%7C01%7CJ.Soper%40mdx.ac.uk%7Cb2c60a3c96264f952a7208d7b142ec6a%7C38e37b88a3a148cf9f056537427fed24%7C0%7C0%7C637172773309294325&sdata=2KFisEwi%2FCSpXZCV7AUEaT9qwp3bHKV4UdeY3p%2FGSOo%3D&reserved=0


53. Language support will be provided, as required, for students for whom English is not 
their first language. 

 
54. Leaders of all modules and programmes will ensure that the curriculum, pedagogy 
and treatment of students are consistent with the University’s general Equality and Diversity 
Policy and Codes of Practice. 



Code of  Practice 3: Disabled Staff and Students 
 
Policy 

 
55. Middlesex University is establishing systematic programmes of change across the 
University, to empower students and staff who are disabled to achieve their full potential. 
The University has a duty to make reasonable adjustments in relation to staff, students and 
services. These adjustments apply where a disabled person is placed at a substantial 
disadvantage in comparison to non-disabled people. These provisions do not apply to the 
other equality strands, and are unique to disability. The Equality Act 2010 defines what is 
meant by the duty to make reasonable adjustments. The three requirements of the duty are 
in relation to: 

 
• provision, criteria or practice 

 
• physical features 

 
• auxiliary aids 

Definition of Disability 

56. A person has a disability as defined in the Equality Act 2010, if that person has or 
had a physical or mental impairment which has a substantial and long-term adverse effect 
on their ability to carry out normal day to day activities. However, Middlesex University 
acknowledges that a person is more likely to be disadvantaged by social and environmental 
factors than by any impairment they may have and  m



(b) Students

https://www.intra.mdx.ac.uk/_media/_intranet/document-library/h/HR_EmployingDisabledPeople.doc
https://www.intra.mdx.ac.uk/_media/_intranet/document-library/h/HR_EmployingDisabledPeople.doc




In addition to direct and indirect discrimination, protection remains for people undergoing 
gender/sexual reassignment from discrimination due to absence from work. Where a trans 
person is absent from work because of gender/sexual reassignment, the Equality Act 2010 
provides that they should be treated no less favourably than if the absence was due to 
sickness or injury or another reason e.g. caring for a relative. 

 
73. Staff and students undergoing gender/sexual reassignment will receive positive 
support from the University to meet their particular needs during this period. The Human 
Resources Advisor or Business Partner should be contacted for advice on operational 
issues regarding staff and for student issues the Student Support and Wellbeing Service 
should be contacted. 

 
74. The University recognises that staff and students who identify as LGBTQ+ and those 
who identify with another gender expression or identity come from diverse backgrounds and will 
strive to ensure that they do not face discrimination, either on grounds of their sexual 
orientation or with regard to other aspects of their identity or expression including but not 
limited to, e.g. race, age, religion, disability, sex. 

 
75. Middlesex University aims to create an environment in which all staff and students, 
whatever their sexuality or gender identity, feel equally welcomed and valued, and in which 
inappropriate behaviour is not tolerated. 

 
Religion or belief 

 
76. Middlesex University celebrates and values the diversity brought to its student body 
and workforce through individuals, and 





Code of  Practice 5: Unlawful  Discrimination  
 
Policy 

 
85. The University is committed to a working and learning environment that is free from 
unlawful discrimination. 

 
Definitions 

 
86. The Equality Act 2010 gives a definition of direct discrimination which occurs when a 
person treats one person less favourably than they would another because      



(b) Indirect discrimination - This occurs when an apparently neutral provision, 
criterion or practice would put persons of a racial or ethnic origin at a particular 
disadvantage unless the provision, criteria or practice is objectively justified by a 
legitimate aim and means of achieving that aim are appropriate and necessary. 

 
(c) Discrimination by means of victimisation - this consists of treating a person 
less favourably than others are or would be treated in the same circumstances 
because that person  t  
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100. Discrimination arising from disability can occur if, for example, a student with 
diabetes, carrying medication related to their condition, is refused entry by the University to 
an event with a no drugs policy – the University may be discriminating against the student 
unless the treatment can be justified. 

 
 
Other forms of discrimin



Code of  Practice 6: Harassment  and Bul ly



• unwelcome or derogatory remarks regarding the sexual orientation or preference of 
an individual or a group; 

• unwelcome requests for social-sexual encounters and favours; 
• using computer networks for abusive social, sexual or racial messages; 
• criminal acts such as indecent exposure, sexual or physical assault. 

 
All the above constitute sexual harassment to the recipient, particularly when they are 
accompanied by one or more of the following conditions: 

 
• explicit or implicit promises of rewards for co-operation, via misuse of institutional 

authority (for example, to affect a subordinate’s selection/employment, 
academic/professional training and advancement, salary, grading and the like); 

• explicit or implicit threats of punishment for non-co-operation, via misuse of 
institutional authority (for example, adverse effects on the examples above); 

• intimidation which creates a hostile or offensive working environment; interferes with 
an individual’s work performance; prevents an individual’s full enjoyment of 
education/professional opportunities; or induces conformity, stress, anxiety, fear or 
sickness on the part of the harassed person. 

 
Sex related harassment 

 
121. The definition of sex related harassment will apply to unwanted conduct related to the 
complainant’s sex or that of another person. This form of harassment is different from 
sexual harassment. Individuals who are not subjected to the unwanted conduct themselves 
will also receive protection. For example an individual experiences a work environment 
where sexual banter is commonplace, although it may not be directed at them or caused by 
their presence, creates an offensive environment for them. 

 
Racial harassment 

 
Racial harassment is a form of racial discrimination. It occurs where a person “on the 
grounds of race or ethnic or national origins, engages in unwanted conduct which has the 
purpose or effect of violating that other person’s dignity or creating an intimidating, hostile, 
degrading, humiliating or offensive environment for him or her”. 

 
Such behaviour includes: 

 
• derogatory name-calling; 
• presentation of racist material such as comics and pamphlets; 
• insults and racist jokes; 
• recruitment of others to racist organisations and groups; 



Other 



134. The term ‘manager’ is used generically to encompass those who line manage staff as 
well as academic staff members and non-academic staff who provide support services to 
students. It should not be implied that bullying is only carried out by line managers. Students 
do not have managers but the principles outlined apply equally to students in their 
relationships with other students and membee 



Code of  Practice 7: Curriculum,  Pedagog y and Assessment  
 
Policy 

 
143. The University is committed to an education for all students on all programmes and 
modules which actively promotes a curriculum reflecting a global outlook, drawing upon 
theorists from both western and non-western backgrounds. Programmes are to be designed 



• where appropriate use anonymised marking; and 
• monitor the delivery of subjects and programmes with respect to this policy. 

 
 
Complaints Procedure 

 
148. The relevant Complaints Procedure should be invoked in case of any complaint. 



Code of  Practice 8: The Language of  Equality  and Diversity  
 
Policy 

http://www.mdx.ac.uk/aboutus/Strategy/regulations/studentcomplaints.aspx
http://www.mdx.ac.uk/aboutus/Strategy/regulations/studentcomplaints.aspx
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