
Crisis policy on diversity and equality

1 Statement of intent
Crisis seeks to create a culture based on principles of honesty, integrity, respect and the realisation of individual potential.  
We are committed to eliminating discrimination and encouraging diversity amongst our staff team, volunteers and clients. We recognise and value difference and recognise and seek to redress inequality and disadvantage. Both as a service provider and employer we know that to offer the highest quality services we need a diverse workforce wherein each employee feels respected, valued and able to give of their best. By ensuring that we access the widest pool of potential employees we will recruit the best people possible for all roles within Crisis.  

We acknowledge that many of our clients face discrimination and disadvantage, thus preventing them from fulfilling their potential. Through promoting diversity and widening access to our services we will challenge these barriers and enable our clients to transform their lives. We actively encourage people who have experienced homelessness to apply for employment and volunteering opportunities at Crisis when vacancies arise. If they are successful in their application we will provide additional support for as long as needed, to enable them to fulfil the role successfully.
We recognise that true diversity and equality may require positive action to help redress the effects of discrimination. Any positive action initiatives will be legally compliant and consistent with our approach of making all clients, volunteers and staff feel valued and respected.  

2 Scope

Crisis’ Diversity and Equality policy applies equally to the following areas: 

· The delivery of services to our clients.
· The recruitment, employment, training and development of staff.

· The recruitment and support of volunteers. 

· The recruitment and activities of the Board of Trustees. 

3 Policy objectives
· Crisis is committed to ensuring that all of our employees, volunteers and applicants for employment are protected from unlawful discrimination in employment.
· Crisis will ensure equality of access to our services by homeless and vulnerable people and will take positive action to enable people experiencing discrimination and disadvantage to fully engage with our services.   
· We will give full consideration of diversity issues in the design of new projects, services and other initiatives. 
· We will operate fair and transparent recruitment and selection procedures ensuring that all appointments are made on the basis of fair and objective criteria.

· Person and job specifications shall be limited to those requirements which are necessary for the effective performance of the job or placement.

· Interview will be conducted on an objective basis and personal or home commitments will not form the basis of employment decisions except where necessary and relevant.
· We will ensure that everyone working for us is treated fairly and equally.                                                                           
· We will provide training and development opportunities for staff on an equitable basis enabling all to maximise their individual potential, determined through the appraisal process and in accordance with the strategic aims of Crisis. 
· We will protect our clients, staff and volunteers against harassment, discrimination and intolerance. 
· We will set targets (not quotas) for increasing diversity and improving practice in our action plan and monitor these quarterly. 
4 Implementation
The SMT is responsible for the day to day implementation of the policy, monitoring its effectiveness, reviewing and developing it where necessary. Monitoring and review will take place annually and will be a regular item at SMT meetings. Each employee, volunteer and trustee is responsible for their own compliance with this policy and breaches will be regarded as misconduct and could lead to disciplinary action. 

Employees who feel they have been discriminated against should raise the matter through Crisis’ grievance procedure.
Volunteers who feel they have been discriminated against should raise the matter with the Volunteer Coordinator/Manager.

Clients who feel they have been discriminated against should raise the matter with an appropriate member of staff.  
In all cases the aim should be to resolve the matter informally. If the complainant is dissatisfied with the outcome or the complaint is very serious, then the relevant grievance or disciplinary process should be followed. 

All employees and Volunteers have a right to equality of opportunity and a duty to implement this policy. Discrimination is a serious disciplinary matter which will normally be treated as gross misconduct.   
Appropriate training and guidance will be provided to develop equality and diversity within Crisis and copies of the policy will be made freely available.   
5 Action plan 

· Conduct an audit to establish where Crisis is with regard to diversity and equal opportunities issues, building an understanding of our current practice and identifying the main priorities for action. The Head of People Services will lead on this, reporting to the SMT.  
· Develop an action plan that details what will be done, by when and by whom. 

· Include in the plan targets for increased diversity or better practice if required and, where necessary, positive action measures. 

· Set specific dates for the monitoring and review processes and for any training and guidance required.  
· All documents will be produced in plain English and we will endeavour to facilitate access to our services, activities and publications to people from across the community, particularly those who are currently or have experienced homelessness.
 Appendix 1: The Equality Act and Definitions of Discrimination  

Equality Act 2010
Crisis is committed to ensuring within the framework of the law that our workplaces are free from unlawful or unfair discrimination because of Protected Characteristics as defined by the by the Equality Act. 2010.

The protected Characteristics are:

· Age

· Disability

· Gender Reassignment

· Race

· Religion or Belief

· Sex

· Sexual Orientation

· Marriage and Civil Partnership

· Pregnancy and Maternity

What is discrimination?
· Direct discrimination – when someone is treated less favourably than another person because of a Protected Characteristic.  
· Associative discrimination or discrimination by association – direct discrimination against someone because they associate with another person who possesses a Protected Characteristic.  
· Discrimination by perception – direct discrimination against someone because it is thought that they possess a particular Protected Characteristic even if they do not actually possess it.
· Indirect discrimination - occurs where an individual’s employment is subject to an unjustified provision criterion or practice which e.g. one sex or race or nationality or age group finds more difficult to meet, although on the face of it the provision, criterion or practice is ‘neutral’. 
· Harassment – 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 that individual. Employees may complain of such offensive behaviour even if it is not directed towards them personally.
· Harassment by a third party – harassment of employees by third parties such as customers or clients.
· Victimisation – when an employee is treated less favourably because they have made or supported a complaint or raised a grievance under the Equality Act 2010 or are suspected of doing so.
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