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1 Introduction
1.1 Recognising that discrimination is unacceptable in any form, the aim of this policy is to ensure that all individuals who come into contact with our services, be they staff, volunteer, trustee, service users, members of the public or staff from external organisations are not discriminated against.
1.2 This policy applies to all employees, volunteers, service users and Board members

1.3 Any breaches of the policy may lead to disciplinary proceedings and if appropriate disciplinary actions.

2 Equal Opportunities Statement
​​​​​​​​​​​​​​​
[Organisation name] realises that in society, certain groups and individuals suffer discrimination.  We are positively committed to opposing discrimination against people on the grounds of race, colour, religion, gender, age, class, race, disability, marital status, sexual preference, health or because they have been, or are in contact with mental health services.  We welcome the enrichment and cultural diversity that follows as a natural result of this policy.
We acknowledge that we have a duty- both moral and legal- to ensure that we are not unfairly discriminating in our employment, management practices, or in the 
services and projects we provide for people in mental distress.

We are committed to achieving equal opportunities in employment and in the services it provides.  No user of our services, employee, volunteer, or applicant for a job or appointment as a volunteer or trustee should receive less favourable treatment because of gender, colour, ethnic origin, age, social class, race, disability, religion sexual orientation, marital status or any other criterion irrelevant to the point at issue.
As an employer and provider of a service to the community, we accept the responsibility to promote equal opportunities and challenge discrimination wherever it occurs.
3 Principle

3.1 Equal opportunities does not mean treating everybody the same; it means recognising people’s differences and adapting the way we work in order to ensure that everyone is given a fair and equal chance. 
3.2 It is important to remember that we all have prejudices. If as an organisation we truly 
aim to value each other as people, regardless of individual differences and to see the 
development of mental health services based on the principles of citizenship, respect, 
dignity, autonomy, choice and participation, then we must make anti-discriminatory 
practice a priority.
4 Procedure

4.1 Responsibility for Equal Opportunities

4.1.1 The Board of [[Organisation name] has overall responsibility for the effective operation of this policy; however it is the responsibility of all employees, volunteers and service users,  at an individual level, to be aware of his/her behaviour towards others and to uphold the 
integrity of this policy and is a condition of employment for employees.
4.1.2 We will bring to the attention of all employees, job applicants, volunteers, Trustees and service users the existence of this policy, and will provide such training as is necessary to ensure that the policy is effective and that everyone is aware of it.  Reference to the policy should be included in contract documents with outside agencies.
4.2 Dealing with Complaints
4.2.1 If any service user, volunteer, employee or job applicant feels that they have been or are being discriminated against in any way, they are entitled to pursue the matter as a formal complaint, using our Complaints procedure /Grievance Procedure (as appropriate.)
4.2.2 All instances or complaints of discriminatory behaviour will be treated seriously.  Complaints or allegations of an unfounded or malicious nature will also be treated as serious and may involve use of the disciplinary procedure.
4.3 Recruitment and employment

4.3.1 As an equal opportunities employer we will apply objective criteria to assess potential suitability for employment and to this end there is a written recruitment and selection procedure.  Where possible we will seek to have active service user involvement in the recruitment and selection process.
4.3.2 We will ensure that job descriptions, person specifications and application forms reflect only the requirements of the job and do not imply sex or other stereotyping.  We will also ensure that no job applicant receives less favourable treatment on the ground of age, gender, religion, belief, cultural or ethnic origin, race, nationality, disability, sexuality or marital status. 

4.3.3 All job vacancies will be advertised and promoted internally to encourage service users and volunteers to apply.  Advertisements will state that [Organisation name] is seeking to be an effective equal opportunities employer.  A copy of our Equal Opportunities Statement will form part of all application packs.

4.3.4 Application forms will make it clear that life experience as well as formal qualifications and work experience is valid.

4.3.5 We will take positive steps to redress any imbalances in its work force.  Such imbalances will be identified from our equal opportunities monitoring.  Furthermore where we proposes to use temporary staff, where possible, we will employ people with mental health problems or other disabilities with the view to developing skills and confidence to help them find a long-term jobs with ourselves or another organisation.
4.3.6 In the interests of operating an effective Equal Opportunities policy, we will monitor certain information about job applicants.  This information will be treated as “confidential” and will be clearly separated from all processes concerned with the selection of staff.  The selection criteria and procedures are reviewed annually to ensure that individuals are selected, promoted and treated entirely on the basis of their relevant merits and abilities
4.3.7 We operate within the guidelines in the Commission for Racial Equality Code of Conduct and to comply fully with the requirements of the Disability Discrimination Act, the Race Relations Act, the Employment Equality (Age) Regulations, the Equality Act, and the Sex Discrimination Act.  We are also committed to working within the GSCC (General Social Care Council) code of conduct for employers. IS THIS THE CASE FOR ALL?
4.3.8 Once in post all employees will be given equality of opportunity.  However we also recognise that on occasion it may be appropriate to facilitate special equipment or training in order to enable employees to progress within the organisation.

4.3.9
​​​​​​​​​​​​​We have a written policy on the use of volunteers and are committed to ensuring 
that 
all potential volunteers are treated fairly and equally.  However this does not 
necessarily mean that the selection process will be the same for every volunteer -it will 
be proportionate to circumstances and to the specific role that is being undertaken.  It 
will also reflect any regulatory or contractual (i.e. funding) requirements that may apply 
to each particular service.
5 Working Conditions

Pregnancy

5.1 We recognise that pregnant women may need changes to their work conditions and will consider sympathetically any requests for such changes.

Antenatal Care

5.2 Time off with pay will be given to both full and part-time pregnant employees to attend antenatal classes, including medical checks and relaxation/childbirth classes.  Similar provision will be made for partners sharing responsibility for childcare to attend antenatal classes where necessary.

Flexible Hours and Job Sharing

5.3 Working hours and arrangements will, whenever possible, be flexible for both full and part-time employees with no qualifying length of service, to facilitate the caring for children and other dependants.  Requests for job sharing or part-time working to meet employees' needs for shorter hours will be sympathetically considered; subject to operational requirements.

Disabled Access

5.4 Where feasible, we will endeavour to ensure services will be provided in spaces which are accessible for those with a physical disability, especially those in wheel chairs.  Where access to an upper floor is not possible, efforts will be made to ensure that the person concerned is not excluded from activities, or can access them elsewhere.
Use of Language

5.5 We recognise the powerful effect that the use of language can have in the perpetuation of discrimination.  It is therefore vital to consciously use language that is non-discriminatory.  Language can dehumanize and only focus on one aspect of an individual by the use of such terms as the "mentally ill".  
5.6 Staff, volunteers and service users will avoid and challenge the use of language which, 
in any way, belittles;

· Disabled groups and/or individuals with special needs

· Any race, culture or religion

· A person's sexual orientation

· Women and/or men

· A person’s age

5.7 Where the language used has a personal impact on others, and it has been made clear to the person concerned that their use of such language is unwelcome and/or offensive, disciplinary action may be taken if they persist with it.
5.8 We will ensure that this policy works in conjunction with our Welsh Language Policy and action plan.
5.9 All materials used or developed by [Organisation name] will be judged in the light of the promotion of equal opportunities, and those considered to be discriminatory will not be used.

Sexual Harassment

5.10 No member of staff, volunteer or service user should be subject to sexual harassment. This is interpreted as unwanted behaviour of a sexual nature including:

· Verbal sexual abuse

· Physical contact

· Repeated remarks which an individual finds offensive

5.11 If it has been made clear to the person concerned that their behaviour is unwelcome and they persist with it, then the service user, volunteer or employee who is the recipient of the behaviour will be entitled to make a formal complaint.
6 Service Users and Access to Services
6.1 There are written eligibility criteria for all of the services operated by [Organisation name] and assessment procedures are subject to ongoing review to ensure that individuals are offered a service entirely on the basis of their relevant needs and circumstances.

6.2 Individuals who use our services will be given equality of opportunity and any applicant who feels that they have been unfairly denied access to a service has the right of appeal, which will be through the complaints procedure of individuals external to the organisations and the grievance procedure for staff, volunteers, service users and trustees.
6.3 Staff are expected to make service users aware of their rights and obligations with regard to equal opportunities.  This may require staff to act as advocates on service user’s behalf.  It can also mean that staff are required to point out unacceptable behaviour on the part of service users, if some aspect of this behaviour is affecting the rights and opportunities of others.  Where appropriate, support plans will outline boundaries of unacceptable behaviour.

6.4 We reserves the right to withdraw services to any service user if that person behaves in a discriminatory, disruptive or abusive manner to any member of staff, volunteer, service user or other person.

6.5 We will make every effort to ensure that people involved in our work or receiving benefit from it are not disadvantaged by their involvement therefore we will:

· Provide crèche /sitting services to people attending meetings, conferences, training and events as appropriate.
· Be sensitive to the special needs of carers either as paid or unpaid workers.
· Arrange events and activities to ensure maximum access for people without their own transport whenever practicable.
· Proof read promotional material to ensure that offensive or potentially offensive images are not present.
· Reimburse out of pocket expenses for volunteers and others who are actively involved in our activities as appropriate.
· Take specific action to promote 'good practice' in the employment of people with poor mental health.
6.6 In addition we will make efforts to ensure that our work reaches groups of people who are traditionally marginalised from 'mainstream' facilities.  This will include black and ethnic minority groups, gay and lesbian people and those with a 'dual diagnosis'.

7 Implementation of policy
7.1 We believe that passive support for equal opportunities is not enough and that positive steps should be taken, therefore we are committed to recognising and developing potential which has not been used before because of past discrimination or disadvantage and encouraging access and applications from under-represented groups.

7.2 Every effort will be made to ensure that the services we offer reflect the composition of the community served and will make available details of service user statistics by gender, age and ethnicity.

7.3 The organisation will ensure all that committee members, employees, service users and volunteers are made aware of the Equal Opportunities policy during their induction.
7.4 We will make efforts to ensure the governing body is representative of gender, age, race and language, sexual preference and religious perspectives where possible.  Where this is not possible the views of people from these groups will be actively sought to influence Policy and direction of the organisation.

8 Training
8.1 All members of staff are expected to participate in equal opportunities training that are provided as part of our training programme.  Similar training will be offered to service users, volunteers and trustees, where this is appropriate.
9 Monitoring

9.1 Equal Opportunities are addressed as a standing agenda item at management meetings.  This helps to ensure that a planned and systematic approach is applied across the organisation, and that any incidents and concerns relating to equal opportunities are dealt with quickly and effectively. 
9.2 We undertake audits of the age, gender and ethnic origin of staff, volunteers and users in the [quarterly] quality monitoring reports.  We may then target recruitment or service delivery at specific sections of the community in the light of this information.
9.3 Monitoring forms will be used to monitor the recruitment of volunteers and requests for information or assistance.  This will build up a picture of how we are attracting members, staff, volunteers, and work and which disadvantaged groups we are not attracting. 
9.4 An annul review of the data collected will be undertaken, including and complaints or grievances made on the grounds of equal opportunities.  This information will be used to inform future policy development.

Relevant policies and legislation

· Race Relations Act 1976

· Disability Discrimination Act 1995

· Human Rights Act 1998

· Sex Discrimination Act 1975

· Commission for Racial Equality Code of Practice.

· GSCC Code of Conduct for Employers

· Employment Equality (Age) Regulations 2006

· The Equality Act 2006
