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 Statement of Diversity and Inclusion Policy 

 Integrate  UK  is  committed  to  achieving  a  working  environment  which  provides  equality  of  opportunity  and 
 freedom  from  unlawful  discrimination  on  the  grounds  of  race,  colour,  nationality,  ethnic  origin,  gender,  marital 
 status,  disability,  religious  beliefs,  age,  or  sexual  orientation  and  gender  reassignment.  The  charity  aims  to 
 remove  unfair  and  discriminatory  practices  and  to  provide  opportunities  to  all  members  of  its  diverse  community. 
 The  charity  is  actively  opposed  to  all  forms  of  discrimination  in  relation  to  its  activities.  In  all  recruitment, 
 Integrate  UK  may  apply  a  requirement  to  have  a  particular  protected  characteristic  due  to  the  nature  or  context 
 of the work, under Schedule 9 (part 1) of the Equalities Act. 

 The charity aims to provide its goods and services in ways that do not restrict or prevent access by any client, 
 customer groups or individuals. 

 The charity is committed to treating all employees and clients with respect and dignity. Although this policy refers 
 to employees the same applies to volunteers. 

 Definition of Discrimination 

 Discrimination  is  defined  as  unequal  or  differential  treatment  which  leads  to  one  person  being  treated  less 
 favourably  than  others  are,  or  would  be,  treated  in  the  same  or  different  circumstances  on  the  grounds  of  race, 
 colour,  nationality,  ethnic  origin,  gender,  marital  status,  disability,  religion,  age,  sexual  orientation  or  gender 
 reassignment. Discrimination may be direct or indirect. 

 Objectives of the Policy 

 ●  To ensure that unlawful discrimination does not occur within any area of the charity’s operation. 
 ●  To  ensure  that  the  following  activities  of  the  charity  are  determined  on  the  basis  of  capability, 

 qualifications,  experience,  skills  and  productivity  and  without  recourse  to  any  actual  or  potential 
 discriminatory  considerations:  recruitment,  promotion,  training,  development,  assessment,  redundancy 
 and service delivery. 

 Designated Officer 

 Name: Lisa Zimmermann 

 Position: Director 
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 1.  Types of Discrimination 

 The  Charity  will  ensure  that  no  discriminatory  activity  takes  place  in  relation  to  the  charity’s  operations.  The 
 charity  recognises  that  discrimination  takes  many  forms  and  actively  seeks  to  prevent  the  types  of  discrimination 
 listed below. 

 The  Equality  Act  2010  identifies  "protected  characteristics",  which  are  different  forms  of  individual  status  or 
 identity  protected  by  the  legislation.  They  are  age,  disability,  gender  reassignment,  marriage  and  civil 
 partnership, pregnancy and maternity, race, religion or belief, sex and sexual orientation. 

 N.B.  We  agree  with  the  EHR  commission  that  “trans”  is  a  more  appropriate  term  but  we  have  to  stick  with  the 
 wording of the Act. 

 Direct Discrimination 

 Direct  discrimination  occurs  when  someone  is  treated  less  favourably  than  another  person  because  of  a 
 protected  characteristic  they  have  are  or  thought  to  have  (see  also  perception  discrimination),  or  because  they 
 associate with someone who has a protected characteristic (see also discrimination by association). 

 Discrimination by Association 

 Discrimination  by  association  is  direct  discrimination  against  someone  because  they  associate  with  another 
 person  who  possesses  a  protected  characteristic.  Discrimination  by  association  applies  to:  race,  religion  or 
 belief, sexual orientation, age, disability, gender reassignment and sex. 

 Perception Discrimination 

 Perception  discrimination  is  direct  discrimination  against  an  individual  because  others  think  they  possess  a 
 particular  protected  characteristic.  It  applies  even  if  that  person  does  not  actually  possess  that  characteristic. 
 Perception  discrimination  applies  to:  race,  religion  or  belief,  sexual  orientation,  age,  disability,  gender 
 reassignment and sex. 

 Indirect discrimination 

 Indirect  discrimination  can  occur  when  a  charity  has  a  condition,  rule,  policy  or  a  practice  that  applies  to  all  staff 
 but  intentionally  or  otherwise  disadvantages  people  who  share  a  protected  characteristic.  Indirect  discrimination 
 can  be  justified  if  it  can  be  shown  that  the  business  has  been  managed  in  a  reasonable  manner,  i.e.  that  the 
 action  has  been  a  proportionate  means  of  achieving  a  legitimate  aim.  A  legitimate  aim  might  be  any  lawful 
 decision  that  is  made  in  running  the  business  or  organisation.  If  the  sole  aim  is  to  reduce  costs  the  action  is 
 likely  to  be  considered  unlawful.  Being  proportionate  means  being  fair  and  reasonable,  including  demonstrating 
 that the business has looked at less discriminatory alternatives than the one chosen. 

 Indirect discrimination applies to age, race, religion or belief, sex, sexual orientation and marriage and civil 
 partnerships. 

 Harassment 

 Harassment  is  unwanted  conduct  related  to  a  relevant  protected  characteristic,  which  has  the  purpose  or  effect 



 of  violating  an  individual’s  dignity  or  creating  an  intimidating,  hostile,  degrading,  humiliating  or  offensive 
 environment  for  an  individual.  Harassment  applies  to  all  protected  characteristics  except  for  pregnancy  and 
 maternity  and  marriage  and  civil  partnership.  Employees  can  complain  of  behaviour  that  they  find  offensive  even 
 if it is not directed at them, and the complainant need not possess the relevant characteristics themselves. 
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 Employees are also protected from harassment because of perception and association. 

 Third Party Harassment 

 The  Equality  Act  makes  an  organisation  potentially  liable  for  harassment  of  employees  by  others  (third  parties) 
 who  are  not  employees  of  the  charity.  Liability  will  only  occur  if  the  harassment  has  taken  place  on  at  least  two 
 previous  occasions,  where  the  harassment  is  known  about  and  where  the  organisation  has  not  taken  reasonable 
 steps  to  prevent  it  happening  again.  Third  Party  Harassment  applies  to  sex,  age,  disability,  gender 
 reassignment, race, religion or belief and sexual orientation. 

 Victimisation 

 Victimisation  occurs  when  an  employee  is  treated  badly  because  they  have  made  or  supported  a  complaint  or 
 raised  a  grievance  under  the  Equality  Act  or  because  they  are  suspected  of  doing  so.  An  employee  is  not 
 protected  from  victimisation  if  they  have  maliciously  made  or  supported  an  untrue  complaint.  There  is  no  need  to 
 compare  treatment  of  a  complainant  with  that  of  a  person  who  has  not  made  or  supported  a  complaint  under  the 
 Act. 

 Annex 1 provides examples of the types of discrimination outlined above. 

 2.  Reasons for Discrimination 

 Discrimination on the basis of the following characteristics is unlawful. 

 Gender and Marital Status 

 It  is  not  permissible  to  treat  a  person  less  favourably  on  the  grounds  of  their  gender  or  the  fact  they  are  married. 
 This  applies  to  men,  women,  anyone  who  has  undergone  or  is  undergoing  gender  reassignment  and  anyone  of 
 any  or  of  no  gender  and  or  sexual  identity.  Sexual  harassment  of  anyone  can  be  found  to  constitute  sex 
 discrimination.  For  example,  asking  a  woman  during  an  interview  if  she  is  planning  to  have  any  (more)  children 
 constitutes discrimination on the ground of gender. 

 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. 

 Disability 

 It  is  not  permissible  to  treat  a  disabled  person  less  favourably  than  a  non-disabled  person.  Reasonable 
 adjustments  must  be  made  to  give  the  disabled  person  as  much  access  to  the  service  and  ability  to  be 
 employed, trained, or promoted as a non-disabled person. 

 Race, Colour, Nationality and Ethnic Origin 



 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. 

 Sexual Orientation 

 It is not permissible to treat a person less favourably because of their sexual orientation. For example, an 
 employer cannot refuse to employ a person because s/he is homosexual, or transsexual. 
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 Religion or Belief 

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

 3.  Reasonable Adjustments 
 The  charity  will  ensure  that  its  responsibilities  in  respect  of  the  employment  of  disabled  people  are  met.  The 
 Charity  has  a  duty  to  make  reasonable  adjustments  to  facilitate  the  employment  of  a  disabled  person.  These 
 may include: 

 ●  Making adjustments to premises; 
 ●  Re-allocating some or all of a disabled employee’s duties; 
 ●  Transferring a disabled employee to a role better suited to their disability; 
 ●  Relocating a disabled employee to a more suitable office; 
 ●  Giving a disabled employee time off work for medical treatment or rehabilitation; 
 ●  Providing training or mentoring for a disabled employee; 
 ●  Supplying or modifying equipment, instruction and training manuals for disabled employees; or 
 ●  Any other adjustments that the Charity considers reasonable and necessary provided such adjustments 

 are within the financial means of the Charity. 

 If an employee has a disability and feels that any such adjustments could be made by the Charity, they should 
 contact the Designated Officer. 

 4.  Responsibility for the Implementation of the Policy 

 The  co-operation  of  all  employees/volunteers  is  essential  for  the  success  of  this  Policy.  However,  the  ultimate 
 responsibility  for  achieving  the  objectives  of  this  Policy,  and  for  ensuring  compliance  with  relevant  Legislation 
 and  Codes  of  Practice,  lies  with  the  Director  and  trustees.  Senior  employees  are  expected  to  follow  this  Policy 
 and ensure that all staff, paid and unpaid do the same. 

 5.  Acting on Discriminatory Behaviour 

 In the event that an employee/volunteer is the subject or the perpetrator of, or witness to discriminatory 
 behaviour, reference should be made to the charity’s disciplinary and grievance procedure. 

 6.  Advice and Support 

 Employees/volunteers may contact their employee or trade union representative if access to such an individual 



 is possible. 

 Other contacts include: 

 Equality and Human Rights Commission 
 Telephone (England): 0845 604 6610 
 Telephone (Wales): 0845 604 8810 
 Telephone (Scotland): 0845 604 5510 

 Website: www.equalityhumanrights.com 
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 Citizens Advice Bureau 
 Website: www.citizensadvice.org.uk 

 Community Legal Services Direct 
 Telephone: 0845 345 4 345 
 Website:  www.clsdirect.org.uk 

 7.  The Scope of the Policy 

 Integrate  UK  seeks  to  apply  this  Policy  in  all  its  activities  including  the  recruitment,  selection,  training,  appraisal, 
 development  and  promotion  of  all  employees/volunteers.  The  Charity  offers  goods  and  services  in  a  fashion  that 
 complies with the 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 Charity. 

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

 8.  Legislation 

 Equality Act 2010. 



 ANNEX 1. EXAMPLES OF DISCRIMINATION 

 Direct discrimination 
 Paul,  a  senior  manager,  turns  down  Angela’s  application  for  promotion  to  a  supervisor  position.  Angela,  who 
 is  a  lesbian,  learns  that  Paul  did  this  because  he  believes  the  team  that  she  applied  to  manage  are 
 homophobic. Paul thought that Angela’s sexual orientation would prevent her from gaining the team’s 
 respect and managing them effectively. This is direct sexual orientation discrimination against Angela. 

 Discrimination by association 
 June  works  as  a  project  manager  and  is  looking  forward  to  a  promised  promotion.  However,  after  she  tells 
 her  boss  that  her  mother,  who  lives  at  home,  has  had  a  stroke,  the  promotion  is  withdrawn.  This  may  be 
 discrimination against June because of her association with a disabled person. 

 Perception discrimination 
 Jim  is  45  but  looks  much  younger.  Many  people  assume  that  he  is  in  his  mid  20s.  He  is  not  allowed  to 
 represent  his  charity  at  an  international  meeting  because  the  Managing  Director  thinks  that  he  is  too  young. 
 Jim has been discriminated against on the perception of a protected characteristic. 

 Indirect discrimination 
 A  small  finance  charity  needs  its  staff  to  work  late  on  a  Friday  afternoon  to  analyse  stock  prices  in  the 
 American  finance  market.  The  figures  arrive  late  on  Friday  because  of  the  global  time  differences.  During 
 the  winter  some  staff  would  like  to  be  released  early  on  Friday  afternoon  in  order  to  be  home  before  sunset 
 –  a  requirement  of  their  religion.  They  propose  to  make  the  time  up  later  during  the  remainder  of  the  week. 
 The  charity  is  not  able  to  agree  to  this  request  because  the  American  figures  are  necessary  to  the 
 business,  they  need  to  be  worked  on  immediately  and  the  charity  is  too  small  to  have  anyone  else  able  to 
 do the work. 

 The requirement to work on Friday afternoon is not unlawful indirect discrimination as it meets a legitimate 
 business aim and there is no alternative means to available. 

 Harassment 
 Paul  is  disabled  and  is  claiming  harassment  against  his  line  manager  after  she  frequently  teased  and 
 humiliated  him  about  his  disability.  Richard  shares  an  office  with  Paul  and  he  too  is  claiming  harassment, 
 even  though  he  is  not  disabled,  as  the  manager’s  behaviour  has  also  created  an  offensive  environment  for 
 him. 

 Steve  is  continually  being  called  gay  and  other  related  names  by  a  group  of  employees  at  his  work. 
 Homophobic  comments  have  been  posted  on  the  staff  noticeboard  about  him  by  people  from  this  group. 
 Steve  was  recently  physically  pushed  to  the  floor  by  one  member  of  the  group  but  is  too  scared  to  take 
 action.  Steve  is  not  gay  but  heterosexual;  furthermore  the  group  know  he  isn’t  gay.  This  isharassment 
 because of sexual orientation. 

 Third party harassment 
 Chris  manages  a  Council  Benefits  Office.  One  of  his  staff,  Frank,  is  gay.  Frank  mentions  to  Chris  that  he  is 
 feeling  unhappy  after  a  claimant  made  homophobic  remarks  in  his  hearing.  Chris  is  concerned  and 
 monitors  the  situation.  Within  a  few  days  the  claimant  makes  further  offensive  remarks.  Chris  reacts  by 
 having  a  word  with  the  claimant,  pointing  out  that  this  behaviour  is  unacceptable.  He  considers  following  it 
 up  with  a  letter  to  him  pointing  out  that  he  will  ban  him  if  this  happens  again.  Chris  keeps  Frank  in  the 
 picture  with  the  actions  he  is  taking  and  believes  he  is  taking  reasonable  steps  to  protect  Frank  from  third 
 party harassment. 

 Victimisation 
 Anne  makes  a  formal  complaint  against  her  manager  because  she  feels  that  she  has  been  discriminated 



 against  because  of  marriage.  Although  the  complaint  is  resolved  through  the  organisation’s  grievance 
 procedures,  Anne  is  subsequently  ostracised  by  her  colleagues,  including  her  manager.  She  could  claim 
 victimisation. 

 Pregnancy and maternity 

 Lydia  is  pregnant  and  works  at  a  call  centre.  The  manager  knows  Lydia  is  pregnant  but  still  disciplines  her 
 for  taking  too  many  toilet  breaks  as  the  manager  would  for  any  other  member  of  staff.  This  is  discrimination 
 because  of  pregnancy  and  maternity  as  this  characteristic  doesn’t  require  the  normal  comparison  of 
 treatment with other employees. 


