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Your organisation name   and logo 
EQUITY, DIVERSITY AND INCLUSION POLICY
 
Date reviewed 	
Next Date for Review 	



INTRODUCTION
Your organisation name is committed to equity, diversity and inclusion across all its activities, and eliminating unlawful discrimination. It recognises that every person is an individual with different needs, preferences, and abilities. It aims to reflect this diversity in everything it does, including making its services inclusive and accessible to all sections of society, and attracting and retaining a diverse workforce. 

The Your organisation name Trustees are committed for Your organisation name to be truly representative of all sections of society and our wider membership, partners and stakeholders, and for each employee, volunteer and any person on I Your organisation name business to feel respected and able to give their best. 

DEFINITIONS
There is no one complete set of agreed definitions for the terms like equity, diversity and inclusion. Your organisation name has adopted the commonly used definitions[endnoteRef:1]:

Equity means treating people in ways that make sure they are not unfairly prevented from accessing resources and opportunities nor that others have an unfair advantage. Simply providing the same opportunities to everyone is not an effective way to create equality of outcomes. Equality of outcomes highlights rather than giving everyone the same thing, it is about giving people what they need for fair access. 

Diversity means having differences within an organisation or setting. Diversity recognises we are all different in many ways. People with differing identities, backgrounds and experiences should all have equitable access to resources and decision-making. Some people prefer to use the term ‘representation’ to focus on how organisations should be reflective of the society we live in and the communities we serve. 

Inclusion means being proactive to make sure people of different backgrounds, experiences and identities feel welcomed, respected and fully able to participate. It is not only about creating a diverse environment but also about ensuring a culture exists where individuals can be their full selves.

Equality means ensuring every individual has equal opportunities. By being conscious of and actively challenging bias or prejudice we make sure no-one is treated less favourably because of who they are or what makes them different from other people. This requires a proactive approach to make reasonable adjustments that address the visible and invisible barriers people face. 


Since equity is about removing inequalities to make sure everyone has the chance to realise their ambitions, VAI Your organisation name is focussed in achieving equity which is over and above equality. Accordingly, equity is Your organisation name’S preferred definition and will use this approach across all its areas of work. 


SCOPE
The policy sets out Your organisation name’s commitment to equity in all areas of its activities and applies to all Your organisation name Trustees, members, employees, volunteers, advisers, consultants, contractors, agency staff, agents, sponsors, or any other person or persons associated with VAI Your organisation name (including third parties). The policy is in line with the Equality and Diversity policy in the Staff Handbook which covers more details which Your organisation name employees should refer to for step-by-step procedures. This Equity, Diversity and Inclusion policy is an overarching policy which covers the whole organisation’s other policies and procedures.

In the context of this policy, third-party refers to any individual or organisation Your organisation name meets and works with. It refers to actual and potential clients, customers, suppliers, distributors, business contracts, agents, advisers, and government and public bodies (including their advisers, representatives and officials, politicians, and public parties).

The purpose of this policy is to not unlawfully discriminate under the Equality Act 20101, the 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.


POLICY STATEMENT
Your organisation name recognises the benefits of equity, diversity, and inclusion. By respecting and pursuing diversity, it can maximise its impact through meeting individuals’ needs and providing a relevant and positive influence in changing societies in which it works. Everyone working or volunteering for Your organisation name or associated with the Your organisation name, is expected to fulfil their personal role in making Your organisation name a genuinely inviting and inclusive organisation. 

Your organisation name has a commitment to diversity, which is about:
recognising and valuing difference
recognising and seeking to redress inequality and disadvantage
treating all in a fair, open and honest manner
recognising the right of employees, volunteers, any person or persons on Your organisation name business, its members, partners, and other stakeholders to be treated with dignity and respect. 

Your organisation name is committed to:
equity
equality of opportunity
tackling discrimination and disadvantage
tackling harassment and intimidation
making its workforce and the organisation more representative of the diverse communities it serves
providing information, instructions, briefing and adequate training to ensure implementation of this policy across the organisation
encouraging its wider membership to adopt similar policies on equity, diversity, and inclusion

 Your organisation name will not tolerate less favourable treatment on the grounds of sex, gender, gender reassignment, age, race, colour, nationality, ethnic or national origin, disability, marital/civil partnership status, sexual orientation, pregnancy or maternity, responsibility for dependents, trade union or political activities, criminal record, place of residence, religion, faith or other beliefs, health status or any other reason which cannot be shown to be justified. 

 Your organisation name Will never use cultural practices as a justification for, or to ignore an issue of, safeguarding. 

 Your organisation name believes that discrimination (see below for definitions) is wrong and should be actively opposed as discrimination denies human dignity, a freedom for people to be themselves, and a place in a free society.


Definitions
Direct Discrimination is when you treat someone less favourably than others for unlawful means, for example not employing someone because of their gender or disability. Voluntary Action Islington will treat direct discrimination as a disciplinary matter.

Indirect Discrimination is when a policy, practice or procedure that applies to everyone might disadvantage a particular group, and which cannot be justified in relation to the job. Your organisation name will monitor and regularly review its policies, practices and procedures in order to ensure that they do not disadvantage any particular group.

Discrimination by association is direct discrimination against someone because they associate with another person who possesses one of the applicable protected characteristics (age, disability, gender reassignment, sex, race, religion or belief and sexual orientation). It is unlawful and Your organisation name will treat it as a disciplinary manner.

Perception discrimination is direct discrimination against an individual because others think they possess a particular protected characteristic. It applies even if the person does not possess that characteristic. It is unlawful and Your organisation name will treat it as a disciplinary matter in relation to age, race, religion or belief, sexual orientation, disability, gender reassignment and sex

Harassment is unwanted conduct that violates a person’s dignity or creates an intimidating, hostile, degrading, humiliating or offensive working environment. Your organisation name will treat harassment as a disciplinary matter. 

Victimisation is when you treat someone less favourably or discriminate against them because they have pursued or intend to pursue their rights relating to alleged discrimination.  Your organisation name will treat victimisation as a disciplinary matter.

Positive discrimination is unlawful.

Positive action to address imbalances in the workforce is allowed in particular circumstances.   Examples would include setting equality targets (but not quotas which are unlawful); encouraging people from particular groups to apply where they are under-represented; training for promotion or skill training for employees from under-represented groups who show potential. Your organisation name will use positive action to address imbalances that are apparent from monitoring data.


Unconscious Bias 

Your Organisational name recognise that unconscious bias can inadvertently influence our actions and decisions, impacting our ability to create an inclusive environment. This policy outlines our commitment to addressing and mitigating unconscious bias as part of our broader equality and diversity efforts in the UK.
Understanding Unconscious Bias
Unconscious bias refers to the automatic and unintentional judgments or stereotypes that individuals may hold towards others based on factors such as race, gender, age, disability, religion, sexual orientation, and more. These biases can influence our perceptions, behaviours, and decisions, often without us realising it.
Types of Unconscious Bias
Affinity Bias: Favouring individuals who share similar backgrounds, interests, or experiences.
Confirmation Bias: Seeking out information that supports our preexisting beliefs while ignoring contradictory evidence.
Halo Effect: Allowing one positive trait to overshadow other characteristics, leading to biased evaluations.
Stereotyping: Overgeneralizing characteristics to all members of a particular group.
Our Commitment to Addressing Unconscious Bias
To ensure that our policies and practices reflect our commitment to equality and diversity, we will:
Raise Awareness: Provide regular training and resources to all employees to help them recognize and understand unconscious bias.
Promote Inclusive Practices: Implement procedures and guidelines that foster diversity and inclusion in hiring, promotion, and decision-making processes.
Encourage Reflective Practices: Encourage individuals to reflect on their decisions and behaviors to identify and mitigate potential biases.
Create a Supportive Environment: Cultivate a workplace culture that values diversity and inclusivity, where all employees feel respected and valued.
Strategies for Mitigating Unconscious Bias
Training and Education: Conduct ongoing training sessions on unconscious bias and its impact, including workshops, e-learning modules, and discussion forums.
Diverse Recruitment: Ensure that recruitment processes are designed to attract a diverse pool of candidates and minimize bias in selection criteria.
Inclusive Leadership: Encourage leaders and managers to model inclusive behaviours and make decisions based on merit and fairness.
Feedback Mechanisms: Establish channels for employees to provide feedback and report any concerns related to bias or discrimination.




RESPONSIBILITIES
The Your organisation name Trustees has the ultimate responsibility to provide, implement and review the policy. It is the responsibility of Your organisation name Trustees, employees, and volunteers to support the policy by ensuring that  Your organisation name activities promote equity, diversity and inclusion and challenging discrimination.

The CEO holds the day-to-day responsibility for ensuring that the policy is implemented across the organisation and, in the first instance, for dealing with or taking action on disciplinary offences. In the event there is a breach of this policy by the CEO, Your organisation name Chair of the Board of Trustees will oversee the investigation and take the necessary actions required. 

The CEO will report any breach of this policy to the  Your organisation name Trustees, so they retain oversight of the impact and implementation of the policy.

Equity, diversity and inclusion assessment
As part of the implementation of this policy, all Your organisation name employees will carry out an equity, diversity and inclusion assessment for any services provided through their areas of work, Appendix 1 below. This will help Your organisation name to ensure that all its policies, practices, events, decision-making processes are fair and do not present barriers to participation or disadvantage any protected groups from participation. 

The assessment will also help to ensure that, when any adverse impacts are identified, actions are taken to remove or mitigate them and that decisions are transparent and based on evidence with clear reasoning. The assessment will cover both strategic and operational activities.

Implementation 

(State role of person in the organisation) is responsible for the policy’s day-to-day implementation.  Consultation will take place with all staff about the implementation and development of this policy.  (Name of Organisation) will collect monitoring information about the implementation of this policy and from this information will produce an action plan detailing how it will promote equality through its work.
To achieve a workforce that is truly representative of all sections of society selection for employment or promotion, or any other benefit will be on the basis of merit and ability only.  Selection for training will be on the basis of job requirements only.  Intimidation, harassment and bullying will not be tolerated and may lead to disciplinary action.  
If you perceive a problem in recruitment, selection, training, promotion or the application of terms and conditions of employment you should raise it in the first instance with your line manager or another appropriate manager. 

All cases of such behaviour will be investigated, and we will treat all complaints fairly, quickly and with confidentiality.  Any grievance arising from the Equality Policy will be dealt with using the existing Grievance Procedure.

Any employee who has taken action, in good faith, over allegations of discrimination or harassment, will not be victimised by being treated any less favourably than any other employee as a consequence of taking such action. (Name of Organisation) will monitor the practical effects of the policy by regularly collecting and reviewing relevant information.  You are expected to co-operate in work being undertaken to monitor, review and implement this policy.

We will use our induction, supervision, appraisal and learning and development policies to ensure that staff and trustees have the skills to support good practice on equality and diversity. 

We will use the supervision and appraisal process to encourage staff to make suggestions and contribute to the ways in which we promote equality as an organisation and with the users of our services.

We will ensure that venues that we use for meetings, workshops and training events are accessible and will make reasonable adjustments where necessary.

We will aim to ensure that our communications are accessible, including our web site. When necessary, we will make specific provision, such as the engaging a British Sign Language interpreter, to ensure that our communication is accessible.

We will bring this policy to the attention of our trustees, staff, volunteers, suppliers and service users when they join (Name of Organisation) and by making use of our communications.

We will monitor the use of our services and make use of this monitoring information when planning future developments.

Review

The Trustee Board will keep this policy under review, with input from the Management Team and staff. This review and our action plan will be included as part of our annual Business Plan.


BREACHES OF THIS POLICY
 Your organisation name takes seriously complaints of bullying, harassment, victimisation and unlawful discrimination by fellow employees, volunteers, customers, suppliers, visitors, the public and any others during the organisation’s activities. It takes a strict approach to breaches of this policy, which will be reviewed by the CEO and dealt with under the relevant  Your organisation name policies and procedures. 

Serious cases of deliberate discrimination may amount to gross misconduct resulting in dismissal without notice. If anybody associated with Your organisation name believes that they have suffered discrimination, the matter can be raised through the CEO and falling which, by Your organisation name Chair of the Board of Trustees. 

Complaints will be treated in confidence and investigated as appropriate. Complainants will not be victimised or retaliated against for complaining about discrimination. 

All employees, volunteers and any person or persons on Your organisation name business should understand that they, as well as the Your organisation name as an organisation, can be held liable for acts of bullying, harassment, victimisation and unlawful discrimination against fellow employees, volunteers, customers, suppliers, and the public. 




APPENDIX 1
EQUITY, DIVERSITY AND INCLUSION: IMPACT ASSESSMENT CHECKLIST 
Guidance for Completion
This checklist should be completed when systematically reviewing and auditing existing policy and practice as well as when planning new activities.  The purpose of the checklist is to ensure that all Your organisation name  policy and practice is in line with its Equity, Diversity & Inclusion Policy, and that no activity undertaken by  Your organisation name risks breaching the protections afforded to the Protected Characteristics identified in the Equality Act 2010[footnoteRef:1].

As a charity and a membership organisation, your organisation name   may also subject to the specific statutory Codes of Practice[footnoteRef:2] issued by the EHRC in respect of these entities.  

The checklist (and its linked resources) is not to be considered as an alternative to staff and representative members of Your organisation name taking the necessary steps to make themselves aware of the relevant equalities legislation and their respective responsibilities in that regard.  Examples given for guidance in below are not exhaustive but are intended to provoke discussion and thought. 

 Project Details
Name of the policy, practice, activity, service, events or function being assessed, with a brief overview of its aims and objectives	This checklist is primarily for use when reviewing existing Your organisation name operational and governance policies and practices, and when developing new high-level initiatives and projects and planning events or engagement exercises.  		Giving a very brief overview will provide a means for others to understand the “project”, and understand the rationale given below for its impact on different protected groups.		Whilst this checklist may be used in respect of employment policies and practices, there will be additional considerations and regulatory frameworks to be applied in that area.  
New or Existing?	New ie planned/ upcoming	Existing ie for review
Name of Person Completing 	And Date of Completion	Name:	Date:


 Engagement & Evidence Gathering
Who have you engaged and consulted with as part of this assessment, where appropriate?	For high level policies and functions, and those that you know have significant equality and diversity considerations, you may want to plan additional forms of engagement, to get wider feedback on the implications of the policy, and also to plan ways to proactively advance equality, diversity and inclusion wherever possible.
What evidence has been used to inform this assessment, where appropriate?		For example: national statistics, Your organisation name existing data and statistics, event feedback forms, staff surveys, evaluations, focus groups, interviews, exit interviews.  Anecdotal evidence may also be relevant at a stage where “harder” evidence is lacking and needs to be obtained.  


General Considerations
Inequalities will not necessarily be overt or obvious but can be at the micro level.  It is important to consider everyday practice and potentially small changes which could make a positive difference.	Inequalities may not have come about intentionally but this does not negate the need for them to be addressed when identified.	Action taken to address inequalities found should avoid adoption of a “deficit” approach, whereby we expect others to “adjust” themselves in order to fit in.	It is important to ensure that all participants in Your organisation name activity, including employment, feel a genuine sense of belonging.  Consideration should therefore be given at the widest level to the images and words used on our website, reports and publications, and in any other setting which might impact upon this feeling of inclusion.  	Consideration must always be given to the physical environment in which Your organisation name conducts its activities.


Protected Characteristic Groups [footnoteRef:3] [3: 
 Equality Act 2010] 
Specific Groups to Consider	Consider:	Potential Impact on this group; Any Actions designed to mitigate impact and advance Equality, Diversity and Inclusion
 Age
This refers to people in different age groups or who may be under or over a given age
	Consider: Are there disparities in the age profile of VAI staff, board members and representatives?  Is Your organisation name ensuring equity of access to participation in events and Your organisation name business?  Does age influence the potential of different individuals to take part in Your organisation name activities? Perceptions of older and younger people can also be influenced by stereotypes which may impact our behaviours and decision making towards them.
 Disability
The definition is set out in section 6 of the Equality Act 2010. It says you’re disabled if:	you have a physical or mental impairment	that impairment has a substantial and long-term adverse effect on your ability to carry out normal day-to-day activities		Consider: Should  Your organisation name follow the affirmative model of disability, committing it to ensuring that people with disabilities are not disadvantaged physically or through stereotypes and medical model perceptions.  		The physical environment is hugely important to fostering a sense of belonging. A much more inclusive environment can be created through addressing accessibility issues and making sure that accessibility information is always up-to-date and easily available can create a much more inclusive environment for disabled staff and students.		Consider disabled staff, board members, participants and Your organisation name representatives, including those with mental health issues and “hidden” disabilities.		It is important to ensure that staff, representatives and others know where to go to request reasonable adjustments and feel comfortable accessing support.		Consider as a matter of course reminding event organisers to proactively ask attendees about any access and dietary requirements. Support could include information on and costs of aids such as hearing induction loops, ramps to get onto stages etc.  		Considering how long it might take to travel between buildings may help people with mobility impairments in travelling between sessions and events.   		Are there IT related considerations?  Do we need to do more to understand the limitations as well as the enablers in systems we currently use?  Ensuring communications methods are accessible is also important, for example, having subtitles on videos, ensuring uploaded documents are compatible with screen reader software and images are captioned.
Gender Reassignment
Transsexual and non-binary people
	Is support and understanding shown to staff, representatives and others who have transitioned (i.e. they live in a different gender to the one they were assigned at birth), are transitioning, or are thinking of transitioning?		Considering the provision of gender-neutral toilets, gender neutral pronouns when unsure of someone’s preferred pronouns and raising awareness of these considerations are all important in helping transsexual people to feel included and comfortable.
Marriage & Civil Partnership
A person has the protected characteristic of marriage and civil partnership if the person is married or is a civil partner	These are mainly but not exclusively linked to HR policy and practice, usually concerning disparity in treatment of people who are married as opposed to people in a civil partnership.  

Consider, for example, how Your organisation name activities may impact on people who are excluded from participation in activities because of their marital status and related cultural expectations.  
Pregnancy & Maternity
Refers to treatment whilst pregnant, over a period following pregnancy and breastfeeding 	Consider the effects of policies and activities on women who are pregnant or who are breastfeeding.  Maternity and adoption leave can have a negative impact on women’s studies and careers, as can part time working.   Women may need facilities to breastfeed and store milk following a period of maternity leave or when attending events.		Consider whether meetings and events should be scheduled within core hours wherever possible and avoiding school holidays (as well as religious festivals) wherever they can to accommodate women with children.
Race
People from minority ethnic backgrounds and representatives and users of VAI services 

	There is a wealth of research and information on the everyday racial micro aggressions that BAMER staff and others we engage with face daily, and the bias they experience due to stereotypes and white privilege.		Consider whether BAMER staff are underrepresented overall, and particularly in senior roles. Consider whether our processes are transparent, that everyone has equal access to development opportunities and that encouragement, advice, and informal mentoring and sponsorship are proactively given to all staff, regardless of their ethnicity.  		Consider racial and ethnic disparity in local communities when planning and delivering events or activities there.  Are there issues we need to take into account and act upon?
Religion or Belief
People who follow different religions and/or beliefs including those who have no religious belief

	To provide a sense of belonging, consider providing proactive information on prayer facilities and considering dietary requirements where relevant. 		Considering the impact of religious observance on different groups of people is also important, for example, events timetabled during Ramadan, and events and seminars scheduled for Friday afternoons/evenings (when Jewish staff and others may be preparing for their Sabbath).		UK religious holidays are based on the Christian calendar. This is likely to be problematic for those who observe other religious festivals where they may need to take annual leave/miss events.		Consider the potential influence of religious belief on global contacts that we engage with – are we taking these into account in our activities? 
 Sex
Both men and women, boys and girls

	There is a wealth of evidence on how men are stereotypically perceived as better leaders than women, and the bias generated by these opinions impacts on recruitment and promotion practices, including for elected and representative positions. 		Consider how we can better ensure equality of opportunity and access in our work around the globe and be an exemplar for positive change.
 Sexual Orientation
LGBTQ+ staff, representatives and anyone we engage with	LGBTQ+ staff and others may feel the need to hide their identity in the workplace.  Consider how Your organisation name can promote a workplace and organisation that is welcoming to people of different sexual orientation.		LGBTQ+ people still face overt discrimination and violence.
Other Useful Areas to Consider:
People with Caring Responsibilities	(includes older or disabled relatives as well as children)	Caring responsibilities don’t only fall on those with childcare responsibilities. People with older and/or disabled relatives may have significant caring responsibilities for them. Consider how staff and representatives can be supported through flexible working arrangements (where business needs allow).		Consider scheduling meetings and events within core hours wherever possible and avoiding school holidays (as well as religious festivals) wherever possible.
People from Lower Socio-economic Backgrounds	(consider the impact of socio-economic background on people’s ability to participate in VAI activity)	Consider the impact of socio-economic background on people’s ability to afford to take part in events. 		Re internships etc, consider how some candidates will need to be in some form of paid employment while they study and will not be able to volunteer and undertake unpaid employment opportunities as easily, which might otherwise ultimately be beneficial to their future.		Consider whether a widening participation plan could be helpful in ensuring that grant recipients and other opportunities to participate inI Your organisation name activity are not dominated by those from higher socio-economic backgrounds.  
Intersectionality Considerations	(consider how aspects of a person's social and political identities combine to create different modes of discrimination and privilege)[footnoteRef:4] [4:  : the complex, cumulative way in which the effects of multiple forms of discrimination (such as racism, sexism, and classism) combine, overlap, or intersect, especially in the experiences of marginalised individuals or groups[Kimberlé] Crenshaw introduced the theory of intersectionality, the idea that when it comes to thinking about how inequalities persist, categories like gender, race, and class are best understood as overlapping and mutually constitutive rather than isolated and distinct.— Adia Harvey Wingfield
] 	Considerations of intersectionality may be useful when addressing more widely how Your organisation name can work to remove barriers to participation.  The approach is nuanced and will be influenced by a wide range of factors that are impossible to pre-determine here.  



 Action Plan 	
Consider here what action to take to mitigate any negative impacts identified, the timescale or targets for completion and the responsible person or function. 
Impact Identified	Action Proposed	Time/ Target & Lead Assigned
E.g. historical materials which may be considered racially and religiously offensive found on display in venue to be used for Your organisation name event.	Discuss with venue owner the removal of the materials, failing which we need to source another venue.  Opportunity here also to have positive influence on venue owner re depiction of different groups.	Venue choice to be finalised by xx/xx/2021.  Xxxx to pursue.


 Evaluation and Final Planning	
Taking the above assessment into consideration, together with the planned mitigations, is it likely that the project or activity could unfairly disadvantage or discriminate against a group of people?  Consider any further mitigations or adaptations which may need to be put in place.
If materials removed, event could proceed within intended venue. Make sure to check other rooms in this venue when planning future events there.



 Final Sign Off	 Proposed Review Date
Name:		Date:


Further Resources:
https://www.gov.uk/government/organisations/government-equalities-office
https://www.equalityhumanrights.com/sites/default/files/servicescode_0.pdf
Direct discrimination occurs when a person treats another less favourably than they treat or would treat others because of a protected characteristic. 
To decide whether a service provider has treated a service user ‘less favourably’, a comparison must be made with how they have treated other service users or would have treated them in similar circumstances. If the service provider’s treatment of the service user puts the service user at a clear disadvantage compared with other service users, then it is more likely that the treatment will be less favourable: for example, where a customer is refused service or a person’s membership of a club is terminated. Less favourable treatment could also involve being deprived of a choice or excluded from an opportunity. If the quality of the service being offered or the manner in which it is offered is comparatively poor, this could also amount to less favourable treatment. 
https://www.citizensadvice.org.uk/law-and-courts/discrimination/protected-characteristics/what-counts-as-disability/
“Some impairments are automatically treated as a disability. You’ll be covered if you have:
cancer, including skin growths that need removing before they become cancerous
a visual impairment - this means you’re certified as blind, severely sight impaired, sight impaired or partially sighted
multiple sclerosis
an HIV infection - even if you don't have any symptoms
a severe, long-term disfigurement - for example severe facial scarring or a skin disease”
These are covered in Schedule 1, Part 1 of the Equality Act 2010 and in Regulation 7 of the Equality Act 2010 (Disability) Regulations 2010.
https://www.citizensadvice.org.uk/law-and-courts/discrimination/protected-characteristics/sex-discrimination/
https://www.equalityhumanrights.com/en
https://www.equalityhumanrights.com/en/advice-and-guidance/equality-law-voluntary-and-community
https://www.equalityhumanrights.com/en/equality-act/protected-characteristics
https://www.equalityhumanrights.com/en/advice-and-guidance/gender-reassignment-discrimination
https://www.equalityhumanrights.com/en/pregnancy-and-maternity-workplace
https://www.equalityhumanrights.com/en/advice-and-guidance/race-discrimination
https://www.equalityhumanrights.com/en/religion-or-belief-workplace
https://www.equalityhumanrights.com/en/advice-and-guidance/sex-discrimination
https://www.equalityhumanrights.com/en/advice-and-guidance/sexual-orientation-discrimination
https://www.equalityhumanrights.com/en/advice-and-guidance/marriage-and-civil-partnership-discrimination
https://www.equalityhumanrights.com/en/advice-and-guidance/age-discrimination

https://www.equalityhumanrights.com/en/advice-and-guidance/core-guidance-voluntary-charity-and-community-organisations

F
Please modify this template to better fit your organisation's structure and specific needs.


