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1. Introduction 

1.1 This is the Single Equality Scheme of Ealing, Hammersmith and West London College, and sets out how we will promote equality of opportunity regardless of race, gender, transgender, disability, age, religion or belief and sexual orientation, in both the delivery of its services and the employment of its staff. It incorporates and therefore replaces the College’s Equality and Diversity, Disability, Race and Gender Policies, and all other appendices to the previous Equality and Diversity Policy. 

1.2 	We are committed to equality, diversity and inclusion for learners, employers, community groups, staff, volunteers, governors and members of the public on all sites and for others who come into contact with the College 

1.3 We are proud to be a multi-cultural, multi-racial College and believe diversity is an asset to learning. Through our Learner First Strategy we strive to be a fully inclusive organisation where individual differences are valued and where all members are able to realise their potential. We are opposed to all forms of racism, sexism, and any abusive or discriminatory behaviour on the grounds of age, disability, gender, race, religion or belief, and sexual orientation. 

1.4 Our core values are:
· we put learners at the heart of everything we do
· we believe diversity is an asset to learning
· we value and celebrate the pleasure of learning and support learners and staff in meeting their potential
· we treat learners and staff as individuals, listening, respecting and responding to their needs
· we provide a safe and inspiring environment in which to work and study
· we continue to support learners after they have completed their study for as long as they need us
· we value the importance of meeting the needs of employers, partners and our local community through responsive innovative and high quality services

1.5 We believe that across all campuses we are One College, and that all learners are entitled to equal access to resources and high-quality learning opportunities regardless of location. We believe that all learners are entitled to realise their learning aims regardless of their individual needs in a supportive environment with a positive ethos.

1.6 We believe that all learners and staff are entitled to respect and parity of esteem and to work and study in a welcoming, safe and non threatening environment. The College upholds its legal duty to ensure that unlawful discrimination does not take place and proactively promotes actions to ensure the needs of all members of the College community are met. 

1.6 	Any complaints of discrimination or harassment are treated seriously, fully investigated and may result in disciplinary action by College management. 

1.7 	We will develop, implement and publicise policies which promote equality and diversity for all members of the College. 

1.8 	The College will provide in-service training opportunities for all staff, relating to the Single Equality Scheme and its implementation. 

1.9 The Scheme needs to be read in conjunction with the College’s · 
· Strategic Plan and Mission,
· Excellence Through Learner First
· Learner Charter 
· Anti-Harassment and Bullying Scheme 
· Equality Impact Assessment Procedure 
2. Scope and Codes of Practice 
2.1 This Scheme applies to the following: 
· Corporation members 
· All learners, whether full-time; part-time; day release; work based learning; attending short courses or link courses 
· All trainees who are sub contracted to the College via other Training Providers 
· All visitors including Conference visitors 
· All staff, whether full-time or part-time; in teaching or support roles and voluntary workers working in or for the College. Staff on agreed leave of absence continue to be members of the College 
· All contractors and service providers working for and in the College 

2.2 The following list indicates the kinds of acts which might occur in incidents of 
· discrimination/harassment: 
· Physical assault and abuse; 
· Verbal threat and abuse; 
· Unwelcome physical contact; 
· Derogatory name-calling, insults, demeaning jokes; 
· Offensive comments; 
· Incitement of others to behave in an offensive or oppressive manner; 
· Provocative behaviour, mimicry etc; 
· Wearing of racist or sexist badges or insignia; 
· Graffiti directed against an individual or vulnerable group; 
· Displaying or distributing materials (e.g. emails, audio/visual, leaflets or magazines) containing offensive material; 
· Attempts to recruit other users, staff or learners to extremist organisations or other such groups. 

2.3 Codes of practice 
2.3.1 The main legislation covering the Single Equality Scheme includes the following: 
· The Equal Pay Act (1970, amended 1983) 
· Rehabilitation Act 1974 
· The Sex Discrimination Act 1975, 1986 (including 2005 amendments) 
· The Race Relations Act (1976) and Race Relations Amendment Act (2000) 
· Public Order Act 1986 
· The Disability Discrimination Act (1995) SENDA (2001) 
· Disability Discrimination Act (2005) (DDA) 
· Disability Equality Duty (2006) (DED)
· The Human Rights Act (1998) 
· The Learning and Skills Act (2001) 
· Employment Equality (Age) Regulations (2006) 
· Employment Equality (Religion or Belief) Regulations (2003) 
· Employment Equality (Sexual Orientations) Regulations (2003) 
· Equalities Act 2007 (Goods and services for LGB people) 
· Equality Act (2010) 
· Any subsequent legislation will be incorporated within this Scheme. 

2.3.2  The Scheme also takes into account the recommendations and guidelines from the following key reports: 
· Framework for Excellence 
· LSC Single Equality Scheme 
· Leitch Review of Skills 
· White Paper Further Education Raising Skills, improving life chances 
· Tomlinson report on Inclusive Learning 
· Moser report on Basic Skills 
3. Equality Duties 
When carrying out their functions, all public authorities, including Colleges of Further Education, have statutory duties with respect to race, disability and gender equality. These equality duties all require public bodies to have ‘due regard’ to the need to eliminate discrimination and promote equality. 

3.1 Race Equality Duty 
The Race Relations (Amendment) Act 2000 places a statutory ‘general duty’ on all public 
authorities to demonstrate their commitment in working practice to: 

· Eliminate unlawful racial discrimination 
· Promote equality of opportunity, and 
· Promote good relations between people or different racial groups.

Colleges also have the following ‘specific duties’: 

· To monitor by racial group the number of teaching staff in FE establishments (as defined in the Further and Higher Education Act 1992), and 
· To take reasonably practical steps to publish, each year, the results of this monitoring. 
· Assess the impact of its policies on learners and staff from different racial groups 
· Monitor the admission and progress of learners by racial groups 

3.2 Disability Equality 
The Disability Discrimination Act 1995 amended by the Disability Discrimination Act 2005, places a statutory ‘general duty’ on all public authorities to promote disability equality. This means that Colleges must, in carrying out all functions, have due regard to their need to: 

· Promote equality of opportunity between disabled people and other people 
· Eliminate discrimination that is unlawful 
· Eliminate disability related harassment 
· Promote positive attitudes towards disabled people 
· Encourage participation by disabled people in College life, and 
· Take steps to meet disabled people’s needs, even if this requires more favourable treatment 

Colleges also have the following ‘specific duties’ in order to provide a clear framework for them to meet their ‘general duty’: 

· To report annually on progress made, and 
· To review and revise their Equality Scheme every three years. 

3.3 Gender Equality 
The Equality Act 2006 amended the Sex Discrimination Act 1975 to place a ‘general duty’ on all 
public authorities, when carrying out their functions, to have due regard to their need to: 

· Eliminate unlawful discrimination and harassment, and 
· Promote equality of opportunity between women and men. 

The College also has a specific duty to: 

· Produce a Gender Equality Scheme identifying its gender equality goals and actions to meet them in consultation with employees and stakeholders including trade unions 
· Monitor and report on progress annually 
· Review the scheme every 3 years 
· Develop, publish and regularly review an equal pay policy, including measures to address promotion, development and occupational segregation 
· Conduct and publish gender impact assessments of all major policy development and publish its criteria for conducting such impact assessments 

3.4 Other Legislation 
In addition to the legislative requirements noted above the scheme also addresses other areas of equality, such as religion and belief, age and sexual orientation which impacts on our work on equality and diversity. 

3.4.1 Age Discrimination 
The Employment Equality (Age) Regulations 2006 makes unlawful discrimination against learners and employees, including all applicants, on the grounds of age. Examples would be in relation to access to training and development opportunities; recruitment and selection; and retirement. Staff are entitled to request to work beyond their normal retirement date and this request will be considered. 

3.4.2 Sexual Orientation 
The Employment Equality (Sexual Orientation) Regulations 2003 makes unlawful discrimination on the grounds of sexual orientation against learners and employees, including all applicants. Sexual orientation is defined as an orientation to the same sex, the opposite sex, or the same and opposite sex. The Equality Act 2006 widened the scope of the Regulations to cover the provision of goods, facilities, services and education. The law also covers discrimination against someone because of a perception about their sexual orientation, even if that perception is not correct. The Civil Partnership Act 2004 gave same-sex couples the same rights as married heterosexual couples. 

Legislation recognises both direct and indirect discrimination on the grounds of sexual orientation. Specifically, a person who is a civil partner in a registered civil partnership of same-sex couples should not be treated less favourably than a married person in similar circumstances. If a civil partner is treated less favourably, they may be able to bring a claim for sexual orientation discrimination under the Sexual Orientation Regulations or a claim for sex discrimination. The Regulations outlaw direct discrimination, indirect discrimination, harassment and victimisation on the grounds of sexual orientation. It is also unlawful to discriminate against or harass someone after the working relationship has ended. The definitions of discrimination includes discriminating against someone because of their perceived sexual orientation (even if this turns out not to be the case) or because he/she is friendly with others of particular sexual orientations. 

However, in very limited circumstances it may be lawful for the College to treat people differently if it is a genuine occupational requirement that the job holder must be of a particular sexual orientation. Managers should take advice from HR if necessary. 

3.4.3 Religion or Belief 
The Employment Equality (Religion or Belief) Regulations 2003 outlaw discrimination on the grounds of a person’s religion or belief, in employment. Religion or belief is defined as being “any religion, religious belief, or philosophical belief”. In general, three criteria are used to determine a religion: 

· a belief in a supreme being 
· worship of that supreme being; and 
· a group or following of people who observe the beliefs, values, customs and traditions as set down by that supreme being. 

However, philosophical beliefs are much less well defined and political beliefs are explicitly excluded from the legislation. The Equality Act 2006 extended the scope of these Regulations to cover the provision for goods, facilities, services and education. 

The legislation covers discrimination on the grounds of perceived as well as actual religion or belief and the religion or belief of someone with whom the person associates. 

The Regulations outlaw direct discrimination, indirect discrimination, harassment and victimisation on the grounds of religion or belief. It is also unlawful to discriminate against or harass someone after the working relationship has ended. The definitions of discrimination includes discriminating against someone because of their perceived religion or belief (even if this turns out not to be the case) or because he/she is friendly with others of particular religions or beliefs. 

However, in very limited circumstances it may be lawful for the College to treat people differently if it is a genuine occupational requirement that the job holder must be of a particular religion or belief. Managers should take advice from HR if necessary. 

3.4.4 Future Equalities Legislation 
Equalities legislation has developed over more than 40 years. As a result, the law is set out in many different places, including Acts of Parliament, regulations and orders. It has been acknowledged that understanding all facets of discrimination law would be better enabled by harmonising it in a Single Equality Act, which would simplify the law as far as this can be done. 

In October 2007 a number of equality commissions (Disability Rights Commission, Equal Opportunities Commission and the Commission for Racial Equality) were brought together into a single commission, the Equality and Human Rights Commission (EHRC). 

In addition, it has begun planning for a Single Equality Act which will bring together equality strands in one harmonised, modernised and simplified piece of legislation. It proposes to “replace the race, disability and gender equality duties with a single duty on public authorities to promote race, disability and gender equality and also to consider “whether a single public sector equality duty should be extended to cover age, sexual 
orientation, and/or religion or belief”. 

4. The Single Equality Scheme and The Learner Journey

4.1 PreCourse
4.1.1Marketing
· The College will seek to ensure that the curriculum offered is relevant to the needs of all the communities which it seeks to serve by consulting them.
· An Equality and Diversity statement will appear in all College prospectuses. 
· College publicity will reflect the cultural diversity of the College community and will avoid all types of negative stereotyping. 
· Efforts will be made to ensure that College publicity reaches all sections of the communities served by the College. The College will use formal and informal networks of women’s groups, disability groups and minority ethnic communities. Where appropriate, recruitment literature will be printed in appropriate languages and bilingual staff will be available to provide bilingual IAG
· Information about special facilities and resources for supported learning learners and learners with disabilities will be included in the College prospectus and other publicity materials. 
· Key documents are available in other formats such as Braille, audio, large print. 

4.1.2 Initial Advice and Guidance
· All entrance qualifications for College courses will relate to standards laid down by the appropriate validating body or to objective criteria relating to course content and outcomes.
· Under-represented groups will be encouraged to participate in all College courses and activities.
· The College will ensure that its curriculum reflects and responds to the needs, interests and experiences of its learners, employers and communities. 

4.1.3 Enrolment
· All potential College learners who meet the entrance qualifications will have equal access to the College curriculum. The College will not discriminate in providing access to opportunities and facilities related to their course of study.

4.1.4Induction
· All learners are entitled to undergo an induction so that they are made aware of the College’s Policies relating to Equality and Diversity. 
· The College will seek to ensure that curriculum content and learning resources are in accordance with the Single Equality Scheme and other related policies. 
· All learners will have an Individual Learning Plan (ILP)

4.2 OnCourse
4.2.1Teaching and Learning
· Curriculum initiatives which seek to foster positive attitudes towards equality and diversity will be encouraged. 
· Materials used on courses (e.g. textbooks, videos, etc) will be demonstrably free of stereotyping on the grounds of race, ethnicity, sex or disability. 
· Staff will review syllabi, course content and teaching methodology, so that all these are supportive of a tolerant, understanding, multicultural society and promote anti-discriminatory practices. 
· Attendance patterns, timetable structures and modes of delivery will reflect a variety of approaches to meet individual needs (e.g. open learning supported self study, modular structures and flexible times and courses).
· There will be consistency in schemes of work and materials used for any identical courses appearing across the college

4.2.2 Assessment
· All full-time/substantive part time learners will be assessed for literacy or numeracy skills/additional support needs at the beginning of their course of study. 
· There will be consistency in internal assessments used and timely marking of work with feedback across the college

4.2.3 Pastoral Support
· All learners will be offered access to tutorial and pastoral support which is relevant to their needs and course of study. 
· The needs of vulnerable learners will be subject to special regular review

4.2.4 Progress Reviews
· All full-time learners will have three assessments of progress each year

4.2.5 College experience
· The College will endeavour to create a safe, welcoming environment which enables each learner to feel comfortable and reach her or his full learning potential.
· Graffiti is an act of anti-social behaviour and can be illegal. Its perpetrators will be prosecuted and appropriate disciplinary measures pursued to the full on all occasions. 
· All practical steps will be taken to provide safe access and working conditions on College premises for staff, learners and other users with learning difficulties/disabilities. The College carries out annual access audits of all its premises, reviewing proposed new building work, made appropriate adjustments and carried out building work in line with the DDA. 
· The College will provide appropriate learning resources for learners at each College centre. 
· All learners will have equal access to general College facilities and to appropriate social or extra curriculum activities offered by the College. 
· The College will provide prayer room for individual worship. 

4.2.5 Learning Support
· Learners will have access to learning support services, e.g. help with language, literacy, numeracy, study skills and dyslexia support. 
· All learners who are speakers of other languages will be entitled to English language support to enable them to pursue their studies effectively. 
· Specialist equipment and software is made available for learners with learning difficulties and disabilities. 


4.2.6 Learner Services
· All learners will have access to course guidance, personal counselling, career education and welfare advice and the availability of the Access fund or financial support
· Childcare facilities will continue to be provided and will be reviewed wherever possible in response to the increasing demands of learner/staff with young children at all centres/Colleges, so that this is not an obstacle for prospective applicants for courses. 
· The specific needs of International learners will be taken account of e.g. through the provision of special guidance, counselling and assistance in finding suitable accommodation. 

4.7.7 Enrichment
· All learners have access to a range of enrichment activities.

4.3 Moving On
4.3.1 Careers
· All learners have access to good, high quality careers advice across the college
4.3.2 Applying for work or University
· All learners will be supported in the application process
4.5 The Single Equality Scheme and Staffing
· All potential staff will have equal access to employment opportunities, provided they meet the requirements of the job description and person specification. 
· We will actively seek to select and appoint staff displaying sensitivity and understanding of equality and diversity issues. 
· We will not discriminate in providing access to training, promotion and career development opportunities. 
· Under-represented groups will be encouraged to apply for posts and to participate fully in the life of the College. 
· All staff in the College will be encouraged to undertake the training necessary to enable them to effectively comply with the College’s Single Equality Scheme. The College will provide training and staff development to support the implementation of this Scheme. 

4.6 Work Placement Providers, Partners, Contractors, Associated Employers and Other Stakeholders 
· All work placement providers, employers and partners will be required to adhere to the College’s Single Equality Scheme, and where appropriate support and advice will be provided. 
· The College will work with all stakeholders to highlight issues of underrepresented groups. 

5. Implementation, Monitoring, Evaluation and Review 
5.1 The Governing Body designates the Principal as having overall responsibility for Equality and Diversity issues. The Principal will ensure regular reports are made to the Corporation. 
5.2 The Principal is responsible for ensuring that the Scheme is put into action throughout the College. The Scheme is accountable to Corporation via the Equality and Diversity Sub-Committee (**John-check please)
5.3 The implementation of this Scheme will be monitored and evaluated by the Director of Learner Engagement and College Improvement, and the related action plan will be subject to an annual review. A summary of the results of monitoring will be publicised to staff and learners. 
5.4 Copies of the Scheme are available to all staff and learners on the College Intranet. All learners will receive a summary of the Single Equality Scheme in the Learners Handbook 
5.5 All staff and learners will be made aware of the Single Equality Scheme and implementation strategy at induction. Tutors will reinforce this information during tutorials or work based mentoring. 
5.6 Data generated by the Management Information System will be used systematically to monitor learners’ admission, recruitment, retention, achievement, success rates, exclusion, and progression by gender, age, ethnicity and disability. 
5.7 Data generated by Human Resources will be used systematically to monitor staff application for jobs, recruitment, promotion, discipline, grievance and staff development by gender, age, ethnicity and disability. 
5.8 Performance of learners by gender, age, ethnicity and disability will form an integral part of Departmental/Service Area Reviews and the Self-Assessment Reports. 
5.9 There will be an Equality and Diversity Committee chaired by the Director of Learner Engagement and College Improvement. The membership will include Department Heads, the Heads of Personalised Learning, Learner Services and Human Resources.
6. Impact Assessment 
We will introduce a process for assessing the impact of its policies, practices and actions on race, disability and gender equality. It will seek to ensure that: 

· our activities do not inadvertently disadvantage learners, employees, or service users, and 
· opportunities to better promote equality of opportunity are identified 
· Department Heads are informed of the Key Performance Indicators relating to gender, ethnicity, age and disability in their areas

The impact of new policies and practices will be assessed during their development. A timetable 
for completing these assessments over a three year period will be drawn up. We will seek to engage a range of staff and learners in this process.

7. Complaints 
A complaints procedure exists for the use and protection of all members of the College community 
and is an appropriate way of raising and dealing with complaints relating to any breach of the 
Scheme. 

8. Unlawful conduct 
Any behaviour in breach of this Scheme, including direct and indirect acts of discrimination, harassment, victimisation, bullying and abuse will be treated as serous disciplinary offence. For staff, the College’s grievance and harassment procedure will apply. For learners, the learners’ disciplinary procedures will apply. We will make sure that staff and learners know the procedures for dealing with incidents relating to discrimination. In addition, the College will not work with contractors or service providers who fail to comply with its single equality scheme. The College will seek to provide a supportive environment for those who make claims of discrimination or harassment. We will also carry out training in tackling racial, sexual or disability discrimination or harassment. 

9. Advice/Support 
Learners or staff needing support/advice or information about related issues will be able to obtain this 
by contacting one of the following: 

· Director of Learner Engagement and College Improvement 
· Learner Services team 
· Learners’ Union office 
· Human Resources and Corporate Services 
· Trade Unions 
· Disability Advisory Team 

Contact details of the above can be obtained from the College intranet and website 

10. Managers responsible for Scheme: 
· Director of Learner Engagement and College Improvement 
· Director of Human Resources and Change Management

11. Related Documents 
· Equality Impact Assessment Procedures 
· Admissions Scheme 
· Anti Harassment and Bullying Scheme 
· The Recruitment and Selection of Employee Policy 
· Maternity Leave Policy 
· Parental Leave Policy 

12. Impact and Monitoring
This policy will result in effective action being taken by college teams to reduce the achievement gaps between ethnicities, gender and other groups. This will be monitored and observed through the College’s termly Departmental Reviews.

Student Surveys will be monitored for equalities issues.

College policies will be reviewed through the year by staff and students for Equality and Diversity impact through the Equality Impact Assessment.

Equality and Diversity will be strongly and consistently promoted throughout the curriculum by teaching staff. Stereotyping, inappropriate language and assumptions will be challenged. All teaching and  training areas, including employers’ premises will have a good range of promotional documentation, leaflets and wall displays.

Student-led Steering groups will promote and celebrate diversity throughout the college.

The staff profile will as far as possible closely match that of the students.

Students with impaired mobility will have full access to the college learning and facilities.

13. Date for Review
September 2013 



Appendix: The Disability Discrimination Act -Definition of Disability 

Within the Act, disability is defined as: 

“A physical or mental impairment which has a substantial and long-term adverse effect 
on a person's ability to carry out normal day-to-day activities.” 

“Impairment” 

The definition covers physical and mental impairments. These include: 
physical impairments affecting the senses, such as sight and hearing 
mental impairments including learning disabilities and mental illness (if it is recognised by a 
respected body of medical opinion) 


“Substantial” 

For an effect to be substantial, it must be more than minor. The following are examples that 
are likely to be considered substantial: 
inability to see moving traffic clearly enough to cross a road safely 
inability to turn taps or knobs 
inability to remember and relay a simple message correctly 

“Long-term” 

These are effects that: 
have lasted at least 12 months, or 
are likely to last at least 12 months, or 
are likely to last for the rest of the life of the person affected 

Long-term effects include those that are likely to recur. For example, an effect will be 
considered to be long-term if it is likely both to recur, and to do so at least once beyond the 
12-month period following the first occurrence. 

“Day-to-day activities” 

Day-to-day activities are normal activities carried out by most people on a regular basis, and 
must involve one of the following broad categories: 
mobility -moving from place to place 
manual dexterity -for example, use of the hands 
physical co-ordination 
continence 
the ability to lift, carry or move ordinary objects 
speech, hearing or eyesight 
memory, or ability to concentrate, learn or understand 
being able to recognise physical danger 

The Government has issued guidance, under the Act, about whether an impairment has a 
substantial or long-term effect. This guidance does not in itself impose legal obligations on an 
employer or service provider, but a tribunal or court must, when considering a complaint 
about discrimination, take into account any of the guidance that appears to be relevant. 

Particular cases or conditions 

Severe disfigurements 

The Act's definition treats severe disfigurements as disabilities, although they have no effect 
on a person's ability to carry out normal day-to-day activities. 

If, however, the disfigurement consists of a tattoo which has not been removed, non-medical 
body piercing, or an object attached through such a piercing, regulations have the effect of 
ensuring that this would not be treated as a disability. 

Impairments helped by treatment or artificial aids 

Medication or equipment (such as an artificial limb) which helps an impairment, is not taken 
into account when considering whether an impairment has a substantial effect. For example, 
a person who wears a hearing aid to improve their hearing is considered to have the hearing 
loss that would exist without the use of the aid. An exception is when people wear glasses or 
contact lenses -it is the effect on the person's vision, while wearing their glasses or contact 
lenses, that is considered. If, however, the treatment is likely to cure the impairment, this 
should be taken into account in assessing whether the impairment is long-term. 

Progressive conditions 

The Act covers progressive conditions where impairments are likely to become substantial, 
this can include any clinically diagnosed conditions. Examples of progressive conditions 
include: 

· cancer 
· HIV infection 
· multiple sclerosis 
· muscular dystrophy 
The Act covers people with these conditions from the moment that there is a noticeable effect 
on normal day-to-day activities, however slight. For example, a person with multiple 
sclerosis would be covered from the time they first developed symptoms that affect their 
ability to carry out normal day-to-day activities. They would not be covered just because the 
illness had been diagnosed. 

Genetic predispositions 

The Act does not cover people with a gene that causes a disability unless they develop the 
disability. For example, people with the gene that causes Huntington's chorea are not 
covered if they do not have the condition. People are covered as soon as the first effects on 
normal day-to-day activities appear. 

Past disabilities 

The definition covers people who have had a disability in the past. If a person once had a 
disability which is covered by the Act, they are still protected if they have recovered. This 
applies even if they recovered before the Act came into force. 

Any person registered as a disabled person under the Disabled Persons (Employment) Act 
1944, or the Disabled Persons (Employment) Act (Northern Ireland) 1945, on both 12 
January 1995 when the legislation was first introduced into Parliament and the date when the 
employment rights start is covered by the Act for three years, is to be treated as having a 
disability, for the purposes of the Act, for three years from the latter date. They do not have 
to prove they meet the new definition of disability for this three year period. 

Babies and children under the age of six 

It may be difficult to see the effects of an impairment on a baby or young child and thus 
determine if he or she is disabled. However, a young child with an impairment will be 
treated as disabled under the Act if someone over the age of six with such an impairment 
would normally be covered by the Act. 

Impairments which are excluded 

The following conditions are not to be treated as impairments for the purposes of the Act. 
Addiction to or dependency on alcohol, nicotine or any other substance (unless the addiction 
resulted from the substance being medically prescribed). Seasonal allergic rhinitis (e.g. hay 
fever) except where it aggravates the effect of another condition. 

· A tendency to set fires 
· A tendency to steal 
· A tendency to physical or sexual abuse of others 
· Exhibitionism 
· Voyeurism 
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