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Permit with introductory note 

The Environmental Permitting (England & Wales) Regulations 2010 

 

Forward Waste Management Limited  

 

East Moors Waste Transfer Station  

Forward House 

East Moors Road 

Cardiff 

CF24 5EE 

 

Permit number 

EPR/AB3099FT  



Forward Waste Management Ltd. is registered as an upper tier waste carrier, broker or dealer 
with Natural Resources Wales under The Waste (England and Wales) Regulations 2011.

Business or organisation details:
Forward House East Moors Road
Caerdydd
CF24 5EE

Registration number: CBDU3356

Registered on: 19/08/2015

Expiry date: 18/08/2021

Forward Waste Management
Waste Carrier’s Licence



Exemption reference number: NRW-WME022439 

 











Forward Waste Management
Ltd

is accredited within the Contractors Health
and Safety Assessment Scheme (CHAS)
having demonstrated compliance with and
sound management of current health and

safety legislation.
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EQUAL OPPORTUNITIES POLICY 
 
We are committed to promoting equality of opportunity for all staff and job applicants. We aim to 
create a working environment in which all individuals are able to make best use of their skills, free 
from discrimination or harassment, and in which all decisions are based on merit.   
 
We do not discriminate against staff on the basis of age, disability, gender reassignment, marital or 
civil partner status, pregnancy or maternity, race, colour, nationality, ethnic or national origin, 
religion or belief, sex or sexual orientation (protected characteristics).   
 
The principles of non-discrimination and equality of opportunity also apply to the way in which staff 
treat visitors, clients, customers, suppliers and former staff members.   
 
All staff have a duty to act in accordance with this policy and treat colleagues with dignity at all 
times, and not to discriminate against or harass other members of staff, regardless of their status. 
Your attention is drawn to our separate Anti-harassment and bullying policy.   
 
Scope and purpose of the policy   
 
This policy applies to all aspects of our relationship with staff and to relations between staff 
members at all levels. This includes job advertisements, recruitment and selection, training and 
development, opportunities for promotion, conditions of service, pay and benefits, conduct at work, 
disciplinary and grievance procedures, and termination of employment.   
 
We will take appropriate steps to accommodate the requirements of different religions, cultures, 
and domestic responsibilities.   
  
Forms of discrimination   
 
Discrimination by or against an employee is generally prohibited unless there is a specific legal 
exemption. Discrimination may be direct or indirect and it may occur intentionally or 
unintentionally.    
 

 Direct discrimination occurs where someone is treated less favourably because of one or 
more of the protected characteristics set out above.  For example, rejecting an applicant on 
the grounds of their race because they would not "fit in" would be direct discrimination.    

 Indirect discrimination occurs where someone is disadvantaged by an unjustified provision, 
criterion or practice that also puts other people with the same protected characteristic at a 
particular disadvantage. For example, a requirement to work full time puts women at a 
particular disadvantage because they generally have greater childcare commitments than 
men. Such a requirement will need to be objectively justified.    

 Harassment related to any of the protected characteristics is prohibited. Harassment is 
unwanted conduct that has the purpose or effect of violating someone's dignity, or creating 
an intimidating, hostile, degrading, humiliating or offensive environment for them. 
Harassment is dealt with further in our Anti-harassment and Bullying Policy.   

 Victimisation is also prohibited. This is less favourable treatment of someone who has 
complained or given information about discrimination or harassment or supported someone 
else's complaint.   

 



 
 

MODERN SLAVERY POLICY 

FWM is committed to the principles of the Modern Slavery Act 2015 and the abolition of modern slavery 
and human trafficking. As an equal-opportunities employer, FWM is committed to creating and ensuring a 
non-discriminatory and respectful working environment for its staff. 

Modern slavery is a crime and a violation of fundamental human rights. It takes various forms, such as slavery, 
servitude, forced and compulsory labour and human trafficking, all of which have in common the deprivation 
of a person's liberty by another in order to exploit them for personal or commercial gain. FWM have a zero-
tolerance approach to modern slavery and we are committed to acting ethically and with integrity in all our 
business dealings and relationships.   

This policy applies to all persons working for us or on our behalf in any capacity, including employees at all 
levels, directors, officers, agency workers, seconded workers, volunteers, interns, agents, contractors, 
external consultants, third-party representatives and business partners.  

The Company directors have overall responsibility for ensuring this policy complies with our legal and ethical 
obligations, and that all those under our control comply with it.  

The prevention, detection and reporting of modern slavery in any part of our business or supply chains is the 
responsibility of all those working for us or under our control. You are required to avoid any activity that 
might lead to, or suggest, a breach of this policy. You must notify your manager as soon as possible if you 
believe or suspect that a conflict with this policy has occurred or may occur in the future. You are encouraged 
to raise concerns about any issue or suspicion of modern slavery in any parts of our business or supply chains 
of any supplier tier at the earliest possible stage.    If you believe or suspect a breach of this policy has occurred 
or that it may occur, you must notify your manager or report it in accordance with our Whistleblowing Policy 
as soon as possible.  

We aim to encourage openness and will support anyone who raises genuine concerns in good faith under 
this policy, even if they turn out to be mistaken. We are committed to ensuring no one suffers any 
detrimental treatment as a result of reporting in good faith their suspicion that modern slavery of whatever 
form is or may be taking place in any part of our own business or in any of our supply chains. Detrimental 
treatment includes dismissal, disciplinary action, threats or other unfavourable treatment connected with 
raising a concern. If you believe that you have suffered any such treatment, you should inform the HR 
department immediately. If the matter is not remedied, and you are an employee, you should raise it formally 
using our Grievance Procedure.  

Any employee who breaches this policy will face disciplinary action, which could result in formal action up to 
and including dismissal.   

We may terminate our relationship with other individuals and organisations working on our behalf if they 
breach this policy. 

This policy represents our commitment on behalf of the company   

 



 
RECRUITMENT POLICY 

 
Our recruitment policy is to attract and retain the highest calibre of staff to meet our needs. This 
challenge must be met while at the same time making every effort to follow the key principles 
underlying our recruitment philosophy. These are:   

 to employ highly qualified staff to enable us to achieve its objectives and deliver outstanding 
results    

 to give primary  consideration  to  qualifications, knowledge, skills and personal qualities, 
including the capacity to adapt and evolve over the longer term    

 to ensure that all staffing decisions are fair, equitable and transparent    
 to consider the short-term need for flexibility and internal mobility without losing sight of 

possible long-term requirements for organisational change and the development of career 
potential   

 
Filling a Vacancy   
Before recruitment or selection is carried out we will consider whether an existing employee could 
be trained to do the job or whether the work could be done by part timers or job-sharers.  A job 
description will be prepared to identify the tasks that the job involves, and a person specification will 
be prepared to describe the skills and experience needed by the suitable person to fill the job.   
These details will be provided to the job applicant when applying. Applicants will be attracted by 
using the best and most efficient advertising to reach the target group. The main methods may 
include:    

 local or national newspapers and trade journals;   
 local schools, colleges;   
 internal recruitment;   
 Jobcentres;   
 job fairs;   
 On-line recruitment   
 commercial employment agencies;   

 
An application form may be used to obtain the information needed to identify the most suitable 
candidates and sift out unsuitable candidates.  It may also be used as a basis for the interview.  The 
form will only ask for information that is relevant to the job and will always be provided in an 
accessible format as requested.   
 
A variety of methods will be used to select the best candidate, such as:    

 an interview;   
 appropriate selection tests;   
 Taking up references.   

 
Before carrying out the interview the candidate will be asked if s/he has any particular requirement 
(in particular in relation to accessibility issues) to enable them to feel comfortable and give of their 
best at the interview. When carrying out interviews the interviewer will:   

 ensure that the needs of the candidate are met;   
 ensure that the interviews are not interrupted by visitors or telephone calls; c) put the 

candidate at ease;   
 give the candidate information about the organisation and the job;   
 ask “open ended” questions that cannot be answered by a “yes” or a “no”;   
 tell the candidate when he or she can expect the result of the interview;  
 not ask questions which m ay be considered discriminatory.   

 



 
The successful candidate will be provided with a Contract of Employment after an offer is accepted 
or during the first 8 weeks of employment and will attend an induction session which will highlight 
their rights and responsibilities as an Employee of our organisation.    
 
Equality   
We have adopted an equal opportunity policy, the main purpose of which is to ensure the fair 
treatment and fair recruitment and selection of staff.  Equality is recognised as being a basic and an 
essential factor in a balanced professional environment.    
 
Applicants with specific needs relating to accessibility will have all reasonable requests met.   
  

 




