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VHL Diversity & Inclusion, Equal Opportunities &
Discrimination, Bullying & Harassment Policy

Diversity & Inclusion at VHL Policy

VHL does not discriminate against any employee or applicant for employment because
of race, colour, sex, age, national origin, religion, sexual orientation, gender identity
and/or expression, status as a veteran, and basis of disability or any other federal, state
or local protected class. Our hiring process is fair and indiscriminatory, as well as the
journey of any employee. We don’t just accept difference—we celebrate, support and
thrive on it! And this is reflected in our diversity statistics.

Diversity Data & Statistics

According to our most recent survey, the largest ethnic groups represented at VHL are
White British (31%) and British Asian (31%), each making up nearly one-third of the
workforce. Smaller proportions include Mixed Other (12%), White Other (9%), and Black
British (8%), while Any Other (6%) and British Arab (3%) represent the smallest groups.

This demonstrates that while two groups make up the majority of the workforce, there is
also a notable level of ethnic diversity across several other groups, highlighting VHL’s
inclusive representation.

Ethnic Diversity at VHL
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The gender distribution pie chart reveals that 73.8% of the workforce at VHL are male,
while 26.2% are female. Although the workforce is currently male-dominated, the
presence of over a quarter of female staff highlights that VHL has made meaningful
strides toward building inclusivity in a traditionally male-heavy sector such as
plumbing, heating, electrical, and related trades.

This representation of women, while below a 50/50 balance, is significant in industries
where female participation is historically low. VHL’s ability to attract and retain female
employees demonstrates a commitment to challenging stereotypes and encouraging

greater gender balance in technical fields.

From aninclusivity perspective, VHL could further strengthen diversity by continuing to
create supportive career pathways, mentorship opportunities, and development
programmes that empower female staff to progress into senior and technical leadership
roles. Such efforts will help enhance representation across all levels of the company
and inspire broader participation in the sector.

Gender Diversity at VHL

The age group distribution chart shows a healthy spread across different life stages,
indicating a multi-generational workforce at VHL:

e 16-18 years (1.5%) — A small proportion, likely apprentices or trainees,
demonstrating VHL’s investment in early-career development and its role in
nurturing the next generation of skilled professionals.
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19-25 years (9.2%) — A growing pool of younger employees at the start of their
careers. Their presence underscores VHL’s appeal to hew entrants to the
industry and highlights succession planning for long-term growth.

26-35 years (40.0%) — The largest group, representing employees in their prime
working years. This suggests a strong, stable foundation of staff who are well into
their careers, providing experience, reliability, and continuity.

36-45 years (20.0%) — A strong middle-management and technical expertise age
bracket, showing balance between operational knowledge and leadership
potential.

46-55 years (16.9%) — Reflects highly skilled, experienced professionals who
often act as mentors and role models for younger colleagues.

56-65 years (9.2%) — Demonstrates that VHL values longevity and retains
experienced staff, ensuring knowledge transfer within the organisation.

65+ years (3.1%) — Though a small group, it highlights inclusivity in extending
opportunities for older professionals, showing that VHL values expertise
regardless of age.

This distribution demonstrates that VHL has successfully created an environment
where people at all stages of their careers are represented. The presence of both

younger apprentices and older, highly experienced professionals fosters an atmosphere
of knowledge sharing, mentoring, and innovation.

Age Diversity at VHL
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Overall Diversity and Inclusion Observations

¢ VHL has cultivated a diverse workforce across age groups, ensuring a balance of
youthful innovation and seasoned expertise.

¢ While the workforce is more heavily male, the female representation of 26.2% is
higher than industry averages, which is a positive step towards greater gender
inclusivity.

¢ VHL's commitment to hiring across all age ranges demonstrates a clear strategy
for sustainability, workforce development, and inclusivity.

Equal Opportunities & Anti-Discrimination Policy

Policy Statement

Village Heating Ltd (VHL) is committed to providing a workplace free from unlawful
discrimination, harassment, victimisation, and bullying. We recognise that diversity is a
strength and aim to ensure that all employees and applicants are treated fairly, with
dignity and respect, and are given equal opportunity to achieve their full potential.

This policy applies to all aspects of employment, including recruitment, promotion, pay,
training, conditions of service, redundancy, and dismissal.

VHL is an Equal Opportunities Employer. No employee or applicant will be treated less
favourably, directly or indirectly, because of:

o Sex, gender identity, or gender reassignment

e Marital or civil partnership status

e Pregnancy or maternity

e Race, colour, ethnic or national origin, or nationality
¢ Religion or philosophical belief

e Sexual orientation

e Disability (including duty of reasonable adjustment)
e Age

e Political opinion or trade union membership

e Having or not having dependents
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Any breach of this policy may be treated as gross misconduct and could resultin
disciplinary action up to and including dismissal.

Implementation & Responsibilities

Senior Management: Responsible for ensuring compliance with UK Equality Law
and leading by example.

Line Managers: Must apply this policy in all decisions and complete equality and
diversity training.

Employees: Required to respect and uphold the principles of equality and
diversity in their daily conduct.

Key measures include:

Incorporating this policy in induction and the staff handbook.
Training for staff involved in recruitment, promotion, or appraisal.

Using fair and transparent selection processes based on skills, qualifications,
and performance.

Providing reasonable adjustments for disabled employees.

Consulting with employee representatives and trade unions where appropriate.

Monitoring & Review

Workforce data will be collected and reviewed (e.g. gender, age, ethnicity,
disability) in line with GDPR.

Monitoring ensures fair representation and highlights potential barriers.

This policy will be reviewed annually, or sooner if legislation or company practice
changes.

Complaints & Reporting Procedure

VHL encourages employees to raise concerns about discrimination, harassment, or

victimisation.

1.

Informal Resolution
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o Where appropriate, the employee should raise the issue directly with the
individual concerned.

o Support can be sought from a line manager or HR.
2. Formal Complaint

o Ifinformal resolution is not appropriate or unsuccessful, the employee
may raise a grievance under the Company’s Grievance Procedure.

o Complaints must be made in writing, including details of the incident(s)
(date, time, location, parties involved, witnesses).

3. Investigation

o Allcomplaints will be investigated promptly, thoroughly, and
confidentially.

o Boththe complainant and alleged perpetrator will have the right to be
heard.

4. Outcome
o Findings will be communicated in writing.

o Ifmisconductis found, disciplinary action will be taken under the
Company’s Disciplinary Procedure.

5. Appeal

o Employees may appeal any decision in line with the appeals process set
out in the Grievance Procedure.

Victimisation of any employee for raising a concern will not be tolerated. False or
malicious complaints may result in disciplinary action.

Bullying & Harassment Policy

Policy Statement

Village Heating Ltd (VHL) is committed to providing a workplace free from bullying and
harassment. Such behaviour is unacceptable, unlawful, and will not be tolerated.
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Harassment

Harassment is defined under the Equality Act 2010 as unwanted conduct related to a
protected characteristic that violates a person’s dignity or creates an intimidating,
hostile, degrading, humiliating, or offensive environment.

Bullying

Bullying is offensive, intimidating, malicious, or insulting behaviour, misuse of power, or
undermining someone through persistent criticism, exclusion, or humiliation.

Training & Awareness

o Allemployees will receive mandatory training on bullying, harassment, and
dignity at work during induction.

¢ Refresher training will be provided periodically to ensure awareness of employee
rights and responsibilities.

¢ Managers and supervisors will receive additional training on:
o ldentifying signs of bullying and harassment.
o Handling complaints effectively and confidentially.

o Applying the Company’s grievance and disciplinary procedures fairly.

Procedure for Reporting Bullying or Harassment

1. Informal Approach

o Employees are encouraged to make it clear to the individual that their
behaviour is unwanted and must stop.

o Ifthisis difficult, employees may seek support from a line manager or HR.

2. Formal Complaint

o Where informal resolution is not appropriate, employees should submit a
written complaint to HR or management.

o Details should include dates, times, incidents, witnesses, and any prior
attempts to resolve the matter.



WWHIL

MECHANICAL
3. Investigation

o Aformalinvestigation will be carried out. The alleged harasser will be
informed of the complaint and allowed to respond.

o Interim measures may be taken (e.g. adjusting working arrangements) to
protect the complainant.

4. Outcome & Disciplinary Action

o If harassment or bullying is substantiated, action will be taken under the
Company’s Disciplinary Procedure.

o Serious cases may constitute gross misconduct and result in dismissal.
5. Appeal

o Employees may appeal the outcome under the Company’s
Grievance/Appeals Procedure.

Logging & Record-Keeping

e Allcomplaints, investigations, and outcomes will be documented and retained
securely in line with data protection law.

¢ Records will be reviewed to identify trends and prevent recurrence.



