
 
 

Age Equality Policy 
 
 
Introduction 
 
This Policy will set out how Hartpury College will work towards the promotion of age 
equality in all of its employment and service delivery activities. It outlines how the 
College will ensure that age discrimination is challenged and eliminated through 
legislation and positive action.  
 
Legislative Framework 

 
The College will operate within the legislative framework of the Equality Act 2010 and 
strive, where possible, to go beyond legal compliance. 
 
Within the Single Equality Scheme the College will take action to: 

• Eliminate unlawful discrimination based on age 
• Promote equality of opportunity in relation to age 
• Promote good relations between people of different ages 

 
There is recognition that there is a legal protection afforded to the protected 
characteristic of age equality. 
 
Our Commitment  
 
The College celebrates a culture of diversity and is committed to equality of treatment for 
all employees. It will practise equality in the operation and implementation of all its 
employment policies. The College should treat all employees with respect and dignity, 
and seek to provide a positive working environment free from discrimination, harassment 
or victimisation on the grounds of age.  
 
The College recognises the valuable contributions made by staff of all ages, in terms of 
quality of experience brought to learning, teaching, support services, research, 
consultancy, administration and management. It advocates adult and lifelong learning 
and expects to benefit from employing workers of all ages at all levels of responsibility 
and across all areas of work. 
 
The College will work towards the elimination of prejudice and discrimination, whether 
overt or covert, and will seek to ensure that all staff have equal access to the full range 
of College facilities, regardless of their age.   
 
As well as respecting the specific needs of staff at either end of the age spectrum, the 
College will seek to fulfil its duty of care to all staff, irrespective of age. 
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Meeting our Duties 
 
Recruitment, Selection and Promotion 
 
The College should not discriminate on the grounds of age in the way it recruits and 
selects staff.  
 
We will ensure that: 
 

• Job descriptions will be drafted to ensure they are age neutral.  
 

• All criteria used in personal specifications should be job-related: neither 
the person specification nor job description should identify a particular age 
range for the job or imply age requirements.  Specifications should not be 
unnecessarily prescriptive about essential experience, or length of service 
required.  

 
• Advertisements should not state an age range.  However, where positive 

action is appropriate, to meet the needs of particular groups, it will be 
considered.  For example, if young workers are significantly under-
represented in the college, it will consider placing advertisements in 
appropriate publications.      

 
• In order to encourage people of all ages to seek information on vacancies, 

all recruitment and publicity materials and internal and external 
advertisements should present jobs without age bias.  In particular, the 
college should avoid the use of any language likely to deter applicants of 
any age. 

 
• Dates of birth should only be used for monitoring purposes and should be 

on a separate sheet together with information on gender, ethnic origin and 
disability, not on the main application form. This will not be used in the 
shortlisting process. 

 
• The college should consider applications from recently qualified applicants, 

irrespective of age.  
 

• In order not to discriminate against young workers, employers should 
recognise skills and potential, as well as experience.  

 
• All these principles should apply to promotion, as well as initial 

appointment.  
 
 
Training and Development 
 
All employees should have equal rights to training, promotion and other aspects of career 
development. Age should not be used to justify a failure to promote or train any 
employee. 
 
Continuing Employment 
 
An employee who perceives that they have been the victim of age-related discrimination 
shall have full right of protection under the College’s policy. Any claim of age 
discrimination will be taken as seriously as any other discrimination claim.   
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If an employee would like to request a more flexible arrangement or lighter duties on the 
grounds of age, this should be directed to the line manager in the first instance. Job 
redesign or amendment to job descriptions could be considered to accommodate the 
employee. 
 
 
Retirement 
 
Hartpury College does not have a fixed retirement age and acknowledges that retirement 
is a choice to be made by the employee concerned. The College will not seek to 
pressurise employees into retiring simply because they have reached a certain age. 
Employees are free to retire when they choose, or if they prefer to discuss alternative 
working patterns. 
 
For a more detailed explanation and the process to be followed, you should refer to the 
College’s Retirement Policy. 
 
 
Dismissal 
 
The College should ensure that there is no age discrimination in relation to dismissal of 
staff.  In particular, if a redundancy situation occurs, the college should ensure that age 
is not a factor in the selection of those to be made redundant.  
 
 
Complaints of Harassment and Discrimination 
 
The College should seek to provide a supportive environment for employees who make 
claims of discrimination or harassment.  All instances of age discrimination or age 
harassment should be logged, according to the appropriate college procedure. 
 
Acts of age discrimination (direct or indirect), harassment, victimisation or abuse should 
be treated as a serious disciplinary offence which, if proven, may in certain 
circumstances lead to the dismissal of a member of staff, For details of handling 
harassment claims,  please refer to the Harassment Policy. 
 
Employees who feel they are being discriminated against by other members of staff 
should raise the matter under the Grievance or Harassment Procedures.  If the 
accusation is upheld, it should be treated as a serious disciplinary offence. 
 
If, in the course of their work, employees suffer age discrimination from members of the 
public, the College should take appropriate action and provide appropriate support. 
 
 
Ensuring Equality between workers of different ages 
 
The College is committed to work to eliminate prejudice and discrimination in 
employment practices, as well as to encourage changes in individual behaviour and 
attitudes, and ensure equality of opportunity and treatment for all workers, regardless of 
age. The aim is to create a positive inclusive ethos, with a shared commitment to 
challenging and preventing stereotyping, prejudice and discrimination, respecting 
diversity and difference, and encouraging good relations between people of all ages. 
 
The College recognises that, despite attempts to achieve equality, older workers can still 
be subject to discrimination at work, including bullying, exclusion from training, and poor 
employment prospects once aged over 50. Young workers just starting out may also be 
victims of discrimination, including bullying, being denied job opportunities, or being 
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patronised. Workers at both ends of the age-scale can be victims of negative 
stereotyping e.g. young people are unreliable, old workers can’t adapt to change. 
 
The College will try to mitigate the effect of these trends by taking positive action within 
the law to support older and younger workers and by monitoring its staff profile in terms 
of recruitment, promotion and training. 
 
 
 
Monitoring and Review  
 
The monitoring process should be used to ensure that employees of all ages are treated 
equally. 
 
The College should gather and analyse information about its staff age profile, including: 
 

• Age 
• Job application and selection success rates 
• Type of contract 
• Training and staff development 
• Staff recruitment, development and promotion 
• Grievances, disciplinary and capability proceedings 
• Satisfaction surveys and exit interviews 

 
If monitoring reveals evidence of age discrimination, the College should take remedial 
action to redress it. 
 
All new policies should be studied for their impact on staff equality, including their impact 
on workers of different age. 
 
 
Division of Responsibilities 
 
Governors are responsible for ensuring that: 
 

• The College’s strategic plan includes a commitment to age equality  
 

• Equality training should feature as part of the College’s strategic plan 
 

• They are aware of the Corporation’s statutory responsibilities in relation to 
age legislation as an employer 

 
• They receive and respond to age monitoring information 

 
The College Management are responsible for ensuring that: 
 

• The Principal and Executive Team are responsible for taking the lead in 
creating a positive, inclusive ethos that challenges discriminatory 
behaviour on the part of the managers, staff or learners 

 
• They are aware of the College’s statutory duties in relation to age 

legislation  
 

• All aspects of College activity are sensitive to age issues 
 

• The procedures for the recruitment and promotion of staff enshrine best 
practice in equal opportunities 
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• The College’s publicity materials present appropriate positive and non-

stereotypical messages about people of all ages 
• Appropriate training and development is provided to support the 

appreciation and understanding of diversity 
 
Employees are responsible for ensuring that: 
 

• They are aware of the College’s statutory duties in relation to age 
legislation 

 
• Their schemes of work, lesson content and teaching resources demonstrate 

sensitivity to issues of cultural and age diversity 
 

• They challenge prejudiced and discriminatory behaviour, whether 
conscious or unconscious, by learners, work placement providers, outside 
contractors or other members of staff whenever practicable 

 
• They respond positively to the needs of staff and students of all ages who 

they come in contact with in the course of their work 
 
Review and Consultation 
 
This policy will be reviewed on a regular basis in accordance with legislative 
developments and the need for good practice, by the College’s Equal Opportunities 
Committee and approved by the Corporation. 
 
 
Equality & Diversity 
 
As with all College policies and procedures, due care has been taken to ensure that this 
policy is appropriate to all members of staff regardless of their age, disability, ethnicity, 
gender, race, religion or belief, sexual orientation and transgender status. 
 
The policy will be applied fairly and consistently whilst upholding the College’s 
commitment to providing equality to all. 
 
If any employee feels that this or any other policy does not meet this aim, please contact 
the HR Department.  
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