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Purpose of Policy:
[Organisation’s name] recognises that the society in which it works is socially diverse. [Organisation’s name] aims to reflect the diversity of needs of Communities it works with and in its employment and practices as far as reasonably practicable. It believes that no individual or group should suffer disadvantage or harassment on the basis of their gender, colour, nationality, national origin, political or religious beliefs, sexuality, age, marital status, parental or caring responsibilities, mental or physical disability or health, class, geographical location, employment status, unrelated criminal offence or any other difference, real or perceived.

Diversity Policy

[Organisation’s name] is committed to pro-actively opposing both direct and indirect discrimination, through policy and practice in:

· Management

· The recruitment, training and development of staff, paid and unpaid

· Service delivery

· Affiliation.

[Organisation’s name] will actively seek to raise consciousness, within the organisation and amongst members and users, of the various forms of discrimination and promote policy and practice, which challenge and/or prevent them.

[Organisation’s name] will promote the development of good equal opportunities practice within [your organisation’s area of work].
[Organisation’s name] will challenge practices, legislation and institutions that seek to discriminate against or curb the rights of individuals or groups.

[Organisation’s name] seeks to be a model of good diversity practice. It will regularly monitor and evaluate the implementation of this policy through its policies and procedures and will report upon its findings. [Organisation’s name] welcomes any comments regarding the implementation of its diversity policy and will deal with any complaints about the organisation rigorously in accordance with the complaints procedure.
[Organisation’s name]’s management committee will establish a system that will evaluate the results of implementing the policy, enabling recommendations for change to be made and areas for development to be identified. This review will take place on a regular basis.

Relevant Legislation

· Chronically Sick and Disabled Persons Act 1970 & (Amendment) Act 1976

· Equal Pay Act 1970 & (Amendment) Regulations 1983

· Rehabilitation of Offenders Act 1974

· Sex Discrimination Acts 1975 & 1986

· Race Relations Act 1976

· Race Relations Code of Practice 1984

· Race Relations (Amendment) Act 2000

· Human Rights Act

· Code of Good Practice on the Employment of Disabled People 1990

· Disability Discrimination Act 1995

Appendix

Indirect discrimination can be understood to refer to the inappropriate use of a requirement or condition. This requirement or condition might apply equally to persons of all racial groups but is such that a considerably smaller proportion of a particular racial group can comply with it. Such a requirement or condition would only be appropriate if it could be shown to be justifiable on other than racial grounds. Examples include:

· A rule about clothing or uniform which disproportionately disadvantages a racial group and cannot be justified

· An employer who requires higher language standards than are needed for safe and effective performance of the job.

