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Why I Created ANCHOR 

I have worked with organisations long enough to see the same 
pattern repeat. 
A concern is raised. 

A policy is reviewed. 

Training is delivered. 

Momentum fades. 

Then something else happens. 

Equality, Diversity and Inclusion cannot be sustained through 
reaction. It requires proactivity, structure, courage and consistent 
leadership. 

I created ANCHOR because I believe organisations deserve 
steadiness in this work. 

Not performative statements. 

Not one-off workshops. 

Not fear-driven responses. 

But structured, measurable, legally informed, ethically grounded 
practice. 
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ANCHOR reflects how EDUK approaches EDI: 

• Clear about rights and responsibilities 

• Grounded in the Equality Act 2010 

• Focused on protected characteristics and intersectionality 

• Honest about complexity 

• Calm in difficult conversations 

• Organised in action 

• Respectful in culture 

We understand the pressures leaders face: 

• Tribunal risk 

• Inspection scrutiny 

• Staff wellbeing concerns 

• Public accountability 

• Rapid social change 

My role is not to alarm it is to stabilise. 

ANCHOR provides the consistent, structured partnership that 
keeps organisations steady while they build forward. 

Equality work should not feel chaotic or confrontational. 

It should feel: 
Secure. 
Structured. 
Ethical. 
Embedded. 
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If your organisation is ready to move beyond reactive compliance 
and towards confident, sustainable inclusion, I would be 
honoured to partner with you. 

Together, we can ensure your EDI strategy is not drifting but 
anchored with purpose. 

 

Alyson Malach 

Director 

EDUK 

Founder, ANCHOR 
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Foreword 

Steady Leadership in Changing Waters 

In today’s workplace, Equality, Diversity and Inclusion is not 
optional it is operational. 

Employers are navigating: 

• Increased tribunal claims 

• Stronger preventative duty around sexual harassment 

• Greater scrutiny on race equity and anti-racism 

• Complex discussions around sex and gender reassignment 

• Disability and neurodiversity adjustment requirements 

• Faith and belief accommodation 

• Generational expectations around belonging 

• Regulatory frameworks requiring demonstrable equality 
practice 

The waters are shifting. 

Many organisations respond when something happens a 
grievance, a complaint, an inspection concern. 

But reactive responses create drift. 

An anchor does not stop progress. 

It prevents instability. 
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ANCHOR exists to ensure that EDI is not episodic, reactive or 
symbolic. 

It becomes structured. 

Measured. 

Embedded. 

Sustained. 

Just as an anchor holds firm beneath the surface, effective 
equality practice is often quiet, systematic and foundational yet 
critical to organisational strength. 

ANCHOR keeps your EDI ship steady while you continue to move 
forward with confidence. 
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The ANCHOR Framework:  ANCHOR is not just a name. It is a 
structured methodology. 

A – Acceptance: Acceptance means recognising and valuing the 
full range of protected characteristics under the Equality Act 
2010: 

• Age 

• Disability 

• Gender reassignment 

• Marriage & civil partnership 

• Pregnancy & maternity 

• Race 

• Religion or belief 

• Sex 

• Sexual orientation 

Acceptance in practice means: 

• Psychological safety 

• Inclusive language 

• Zero tolerance for harassment 

• Awareness of intersectionality 

• Leadership modelling inclusive behaviour 

Without Acceptance, inclusion becomes conditional. 
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N – Negotiated Accountability: Equality cannot be imposed. It 
must be owned. 

Negotiated Accountability ensures: 
• Clear leadership responsibility 
• Defined equality objectives 
• Transparent reporting systems 
• Governance oversight 
• Shared ownership between HR, leadership and workforce 

This reduces: 
• Tribunal exposure 
• Reputational risk 
• Cultural inconsistency 

Accountability becomes structured not reactive. 

 

C – Commitment: Commitment moves organisations beyond 
awareness days and one-off workshops. 

ANCHOR provides: 

✔ Two structured sessions per month 

✔ Quarterly progress reviews 

✔ Ongoing advisory access 

✔ Annual impact reporting 

Commitment means visible, sustained leadership engagement 
over 12 months. 

It signals to staff: 

“This matters here.” 
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H – Hands-On & Strategic: We address real issues in real time. 

Each month includes: 

Strategic Session 

• Equality Impact Assessments 

• Workforce data review 

• Policy alignment 

• Sexual harassment duty compliance 

• Reasonable adjustment processes 

• Risk mitigation 

• Inspection readiness 

Practical Session 

• Managing complex protected characteristic discussions 

• Handling discrimination and harassment complaints 

• Faith and belief accommodation 

• Supporting disabled and neurodivergent colleagues 

• Inclusive recruitment and retention 

• Preventing microaggressions 

We strengthen both systems and culture. 
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O – Organised & Evidence-Led: Good intentions are not enough. 

Organised systems ensure: 
• Documented action plans 
• Clear equality objectives 
• Data-informed decisions 
• Consistent record keeping 
• Demonstrable due diligence 

This protects the organisation legally and ethically. 

It also supports: 
• Ofsted readiness 
• CQC frameworks 
• Governance reporting 
• ESG accountability 

R – Respectful Culture: The ultimate goal is not compliance. 

It is culture. 

After 12 months, organisations experience: 
• Increased psychological safety 
• Improved staff morale 
• Stronger belonging 
• Reduced reactive complaints 
• Greater retention 
• Clearer reporting pathways 
• Leadership confidence in protected characteristic literacy 

Respect becomes operational not aspirational. 
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The Current Employer Reality 

Many organisations: 

• Deliver annual EDI training without follow-through 

• Avoid difficult conversations for fear of reputational harm 

• Respond only after grievances arise 

• Hold policies that staff do not trust 

• Lack clear equality data 

This creates instability. 

Reactive EDI leads to: 

• Legal vulnerability 

• Staff disengagement 

• Culture fragmentation 

• Reputational risk 
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The ANCHOR Difference 

Reactive Model ANCHOR Model 

One-off awareness session 12-month structured partnership 

Policy updates after incidents Proactive risk prevention 

Individual champions Leadership accountability 

Vague intentions Measurable objectives 

Surface-level compliance Embedded cultural practice 

 

What You Receive 

✔ 24 facilitated Zoom sessions per year (2 per month) 

✔ Direct advisory support between sessions 

✔ Equality Impact Assessment templates 

✔ Policy review frameworks 

✔ Workforce data guidance 

✔ Quarterly progress reviews 

✔ Annual impact summary report 

✔ Priority booking for specialist workshops 

✔ Discounted training rates 
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Timeline of Impact 

Months 1–3: Risk mapping, equality objectives, leadership clarity. 

Months 4–6: Policy strengthening, structured reporting systems, 
protected characteristic literacy. 

Months 7–9: Cultural embedding, improved psychological safety, 
confident leadership conversations. 

Months 10–12: Impact measurement, inspection-ready 
documentation, sustainable governance oversight. 

Who ANCHOR Is Designed For 
• Senior Leadership Teams 
• HR Departments 
• School and College Leaders 
• Charity CEOs 
• Corporate Directors 
• Governance Boards 
• Any organisation committed to steady, sustainable equality 

practice. 

Why Invest for a Year? 

Because culture does not change in a quarter. 

Sustainable equity requires: 
• Time 
• Structure 
• Reflection 
• Accountability 
• Leadership consistency 

ANCHOR keeps your organisation steady while you build forward 
momentum.  
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Closing Statement 

An anchor does not create the journey. 

It secures it. 

ANCHOR ensures your Equality, Diversity and Inclusion strategy: 

• Is lawful 

• Is measurable 

• Is embedded 

• Is respectful 

• Is sustainable 

Move from reactive responses to resilient leadership. 

Call to Action 

Secure your place in the next ANCHOR cohort. 

Annual partnership packages available. 

Tailored pricing based on organisational size. 

Enquire today to discuss how ANCHOR can steady and strengthen 
your EDI practice.



 

 

 

 
 

 

Training  Resources  Network 

info@equalityanddiversity.co.uk 

0161 763 4783 
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