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1. Introduction

Age UK Leeds is committed to achieving a working environment which provides equality of opportunity and freedom from unlawful discrimination on the grounds of race, sex, pregnancy and maternity, marital or civil partnership status, gender reassignment, disability, religion or beliefs, age or sexual orientation. 
Leeds is a diverse community and it is the Charity’s duty to understand the communities it serves and ensure the trustees, staff and volunteers reflect those communities. Crucially we need to ensure that all groups in the community are able to engage with and access the services we provide, contribute to their development and that no group is excluded. This will both extend the reach and impact of our services and strengthen the organisation. 

 All employees should be familiar with the Equality, Diversity and Inclusion statement (ANNEX 1)

2. Policy Outcomes
The outcomes that Age UK Leeds aims to achieve through this Policy and other related actions are to:
· Provide equality, fairness and respect for all our paid staff and volunteers whether temporary, part-time or full-time; this includes in pay and benefits, terms and conditions of employment, dealing with grievances and discipline, dismissal, redundancy, leave for parents, requests for flexible working, and selection for employment, promotion, training or other developmental opportunities
· Ensure that the Age UK Leeds (including paid staff, volunteers and client representatives) is representative of all sections of society, our clients and customers, and for each member of the workforce to feel respected and able to give their best. 

· Not unlawfully discriminate on the basis of the Equality Act 2010 protected characteristics of age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race (including colour, nationality, and ethnic or national origin), religion or belief, sex and sexual orientation 
· Ensure that Age UK Leeds reaches all members of the community and that procedures are completed for capturing client profiles enabling comparison with community profiles to identify any gaps

· Ensure that services meet the needs of diverse communities by involving these communities in identifying their needs and designing services to meet them
· Provide equality of access to our services to all sections of the community, recognising that some individuals and groups may require specific measures to facilitate this
3. Definition of Discrimination
Discrimination is unequal or differential treatment which leads to one person being treated more or less favourably than others are, or would be, treated in the same or similar circumstances on the grounds of race, sex, pregnancy and maternity, marital or civil partnership status, gender reassignment, disability, religion or beliefs, age or sexual orientation. Discrimination may be direct or indirect, and includes discrimination by perception and association.
4. Types of Discrimination

4.1 Direct Discrimination

This occurs when a person or a policy treats a person less favourably than another on the grounds of race, sex, pregnancy and maternity, marital or civil partnership status, gender reassignment, disability, religion or beliefs, age or sexual orientation. This list is not exhaustive and Age UK Leeds will be opposed to any discrimination on any grounds not covered exclusively by the Equality Act 2010 or unlawful factors. 

4.2 Indirect Discrimination

A provision, criterion or practice that applies to everyone but adversely affects people with a particular Protected Characteristic more than others, and is not justified.
4.3 Discrimination by Association

Discrimination by association is the form of discrimination that occurs when the discriminatory ground applies to a person, but another person is detrimentally treated as a consequence. Sometimes, the phrase “transferred discrimination” has been preferred as a way of describing more accurately what has taken place within certain situations. 

4.4 Discrimination by Perception 

Discrimination by perception is discrimination against someone because he, she or they are wrongly perceived to have a certain protected characteristic, for example where an employer believes an employee is gay, or is of a particular race, and treats them less favourably as a result. This is unlawful discrimination under the Equality Act 2010.
4.5 Harassment

This occurs when a person is subjected to unwanted conduct that has the purpose or effect of violating their dignity or creating an intimidating, hostile, degrading, humiliating or offensive environment. 
Sexual harassment may amount to both an employment rights matter and a criminal matter, for example where allegations of sexual assault are made. In addition, harassment under the Protection from Harassment Act 1997 – which is not limited to circumstances where harassment relates to a protected characteristic – is a criminal offence.
4.6 Victimisation

This occurs when a person is treated less favourably because they have bought or intend to bring proceedings under the Equality Act or they are supporting someone else who is doing so (e.g. given or intend to give evidence). 
5. Unlawful Reasons for Discrimination

5.1 Sex, marital status, civil partnership, pregnancy or maternity, gender reassignment or transgender status
It is not permissible to treat a person less favourably on the grounds of sex, marital status, civil partnership, pregnancy or maternity, gender reassignment or transgender status. This applies to men, women, people who identify as non-binary and those undergoing or intending to undergo gender reassignment. Sexual harassment in any form can be found to constitute sex discrimination.
Example: Asking a woman during an interview if she is planning to have any (more) children constitutes discrimination on the ground of gender.
5.2 Age

It is not permissible to treat a person less favourably because of their age. This applies to people of all ages.  This does not currently apply to the calculation of redundancy payments.

5.3 Disability

It is not permissible to treat a person with a disability less favourably than a non-disabled person.  Positive discrimination because of a person's disability is allowed, and may sometimes be required if there is a duty to make reasonable adjustments.

Reasonable adjustments must be made to give the person with a disability as much access to any services and ability to be employed, trained, or promoted as a non-disabled person.

5.4 Race 

It is not permissible to treat a person less favourably because of their race, the colour of their skin, their nationality or their ethnic origin.

5.5 Sexual Orientation

It is not permissible to treat a person less favourably because of their sexual orientation. This includes heterosexual, lesbian, gay, bisexual and trans+ equality. For example, an employer cannot refuse to employ a person who has been assessed as the best candidate for the job because they are lesbian, gay, bisexual, trans, or heterosexual. Instances of homophobia, biphobia and transphobia are also unacceptable. 
5.6 Religion or Belief

It is not permissible to treat a person less favourably because of their religious beliefs or their religion or their lack of any religion or belief.

6. Working Environment

Age UK Leeds is committed to creating a working environment free of bullying,
harassment, victimisation and unlawful discrimination, promoting dignity and
respect for all, and where individual differences and the contributions of all 
paid staff and volunteers are recognised and valued. 
This commitment includes training managers and all other paid staff and
volunteers about their rights and responsibilities under the equalities, diversity
and inclusion policy to ensure that we are as inclusive as possible in all areas of
our work and operations, whether that’s providing services for older people,
campaigning and influencing, or as an employer.
Responsibilities include staff conducting themselves in a manner that helps the
organisation provide equal opportunities in employment, and prevent bullying,
harassment, victimisation and unlawful discrimination. Staff should also be 
committed to tackling the inequalities and exclusion experienced by many older
people, and promoting equality and inclusion of older people from diverse 
backgrounds in all areas of our work. 
Age UK Leeds is committed to fostering an environment of inclusiveness and
supporting paid employees, volunteers and clients preferred form of self
identification.
7. Recruitment and Selection
Age UK Leeds’s Recruitment Policy sets out the steps we will take to ensure that
our recruitment practices fulfil the requirements of this Equalities, Diversity and
Inclusion policy.
7.1 Positive Action in Recruitment and Promotion
Under the Equality Act 2010, organisations can choose to use positive action in recruitment and promotion. ‘Positive action’ means the means the specific steps that an organisation can take to improve diversity in their workforce. It can be used to meet a group’s particular needs, lessen a disadvantage they might experience or increase their participation in a particular activity. 
Examples of positive action include; 

· placing job adverts to target particular groups, to increase the number of applicants from that group

· including statements in job adverts to encourage applications from under-represented groups, such as ‘we welcome female applicants’

· offering training or internships to help certain groups get opportunities or progress at work

· offering shadowing or mentoring to groups with particular needs

· hosting an open day specifically for under-represented groups to encourage them to get into a particular field

· appointing the job candidate from an under-represented group, where two candidates are ‘as qualified as’ each other
If Age UK Leeds chooses to use the Equal Merit Principle in recruitment, this will not be used to treat people with a protected characteristic more favourably, it will be used only in tie-break situations, when there are two candidates of equal merit applying for the same position.
8. Provision of Services
Age UK Leeds aims to deliver services to older people in Leeds who need

them, without discriminating against, stigmatising or patronising older people. Every service user will be treated in a professional manner, with courtesy and respect.
Users of our services and those who take part in our activities will be informed that Age UK Leeds is committed to an equality, diversity and inclusion making certain that they will know a policy exists and are aware of the standards that we are trying to achieve. They will also be advised that they have the right to complain, if they feel these standards are not being adhered to or are dissatisfied with the service provided to them.
Age UK Leeds will make sure that its services meet the needs of its diverse communities by involving communities in identifying their needs and by seeking to meet these needs. We will develop services to make sure there is maximum take up by all communities, particularly those groups facing disadvantage and discrimination. We will monitor data relating to our services effectively reaching diverse communities and act to address any areas in which we are failing to do so. 
9. Reasonable Adjustments

The Organisation has a duty to make reasonable adjustments to facilitate the employment of a person living with a disability.  
These may include;
· Making adjustments to premises;

· Re-allocating some or all duties of an employee living with a disability;

· Transferring an employee living with a disability to a role better suited to their disability;

· Relocating an employee living with a disability to a more suitable office;

· Giving an employee living with a disability time off work for medical treatment or rehabilitation;

· Providing training or mentoring for an employee living with a disability;

· Supplying or modifying equipment, instruction and training manuals for employees who are living with a disability; or

· Any other adjustments that the Organisation considers reasonable and necessary provided such adjustments are within the financial means of the Organisation.
If an employee has a disability and feels that any such adjustments could be made by the Organisation, they should contact their Line Manager.

10. Accessible Information Standard

The Accessible Information Standard aims to make sure people with a disability or sensory loss are given information they can understand, and the communication support they need. All organisations that provide NHS care or adult social care are required to follow the standard. As part of the accessible information standard, organisations must do five things:
· Ask people if they have any information or communication needs, and find out how to meet their needs.

· Record those needs clearly and in a set way.

· Highlight or ‘flag’ the person’s file or notes so it is clear that they have information or communication needs and how those needs should be met.

· Share information about people’s information and communication needs with other providers of NHS and Adult Social Care, when they have consent or permission to do so.

· Take steps to ensure that people receive information which they can access and understand, and receive communication support if they need it.

11. Responsibility for the Implementation of this Policy

The Senior Management Team (SMT) is responsible for:
· Ensuring that an annual Equality, Diversity and Inclusion (EDI) audit is undertaken

· Producing an annual EDI strategy for the organisation and action plan in response to the audit, and to monitor the implementation of the strategy and plan
· Making sure that existing services complete EDI self-assessments (led by the relevant Operational Management Team (OMT) member) which will be validated by the SMT and representatives of the Trustee Board
· Ensuring that equalities impact assessments are carried out by the lead OMT member for all new projects, services and other developments
· Championing and raise EDI issues in collaboration with paid staff, volunteers, client representatives and other partners 
· Providing training and development opportunities for all paid employees that enhance understanding, engendering an organisational culture that is inclusive and anti-discriminatory
SMT and Trustee Board will establish a joint committee to oversee and support implementation of the policy. 
All employees, subcontractors and agents of the Organisation are required to act in a way that does not subject any other employee. clients or customers to direct or indirect discrimination, harassment or victimisation on the grounds of their race, sex, pregnancy or maternity, marital or civil partnership status, gender reassignment, disability, religion or beliefs, age or sexual orientation.
The co-operation of all employees is essential for the success of this Policy. All employees are required to follow this Policy and to try to ensure that all volunteers, client representatives, subcontractors and agents do the same.

Employees may be held independently and individually liable for their discriminatory acts by the Organisation and in some circumstances an Employment Tribunal may order them to pay compensation to the person who has suffered as a result of discriminatory acts.

The Organisation takes responsibility for achieving the outcomes of this Policy, and endeavours to ensure compliance with relevant Legislation and Codes of Practice.
12. Acting on Discriminatory Behaviour

In the event that an employee is the subject or perpetrator of, or witness to, discriminatory behaviour, please refer to the Employee handbook section on disciplinary and grievance procedures.
Paid staff and volunteers who experience or witness discriminatory behaviour are encouraged to report this either to their line manager or to the Senior Management Team.  Paid staff and volunteers who report such incidents will be offered all appropriate support.
Where clients or customers act in a way that is assessed as being discriminatory active consideration will be given to the application of the Withdrawal and Refusal of Service Policy.

13. Liability, grievances and disciplinary procedures  

All staff should understand they, as well as their employer, can be held liable for acts of bullying, harassment, victimisation and unlawful discrimination, in the course of their employment, against fellow employees, customers, suppliers and the public 

Age UK Leeds will take seriously complaints of bullying, harassment, victimisation and unlawful discrimination by fellow employees, clients, customers, suppliers, visitors, the public and any others in the course of the organisation’s activities. Such acts will be dealt with as misconduct under the organisation’s grievance and/or disciplinary procedures, and appropriate action will be taken. Evidence of serious complaints could amount to gross misconduct and lead to dismissal without notice.
14.  Advice and Support on Discrimination

Employees may contact their employee or trade union representative if access to such an individual is possible.

If you feel that you have been disadvantaged under the unlawful grounds listed in section 5 of this Policy you are encouraged to raise this through the Age UK Leeds Grievance Policy procedures. Allegations regarding breach of this policy will be treated in confidence and investigated in line with the relevant procedure.

15.  The Extent of the Policy

· The Organisation seeks to apply this Policy in the recruitment, selection, training, appraisal, development and promotion of all employees.  The Organisation offers goods and services in a manner that complies with the spirit and intent of this Policy.

· This Policy does not form a part of any employment contract with any employee and its contents are not to be regarded by any person as implied, collateral or express terms to any contract made with the Organisation.

· The Organisation reserves the right to amend and update this Policy at any time.

16.  Policy Review and Assessment
We will review this policy annually to ensure that it is achieving the objectives stated in the Equality, Diversity and Inclusion Statement. 

This policy may be amended by Age UK Leeds at anytime in order to consider changes in best practice and legislation.
ANNEX 1

Equality, Diversity and Inclusion Statement

Age UK Leeds aims to promote equality, diversity and inclusion as an employer and seeks to ensure that equality, diversity and inclusion principles underpin all areas of the organisation’s work and service provision.  

Age UK Leeds recognises that it has a special responsibility to combat age-discrimination experienced by older people.

Age UK Leeds recognises that many people and groups suffer discrimination and face serious barriers when trying to fulfil their true potential. It is the aim of this organisation to take positive steps to redress discrimination, to improve equality of opportunity and to combat any unreasonable or unfair treatment which places people at a disadvantage for any reasons not directly related to their ability to do a job for this organisation or to their eligibility to receive services from us.

This policy is fully supported by senior management and Trustees and forms an integral part of the business strategy
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