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1. Introduction

1.1 Treasures is committed to encouraging equality and diversity among everyone we work with, fostering good relationships and eliminating discrimination. Treasures values the rich diversity and creative potential people from different backgrounds, skills and abilities bring to the charity. It is committed to creating a culture in which equality, diversity, inclusion, and human rights are actively promoted and unlawful discrimination is not tolerated. Treasures Foundation recognises that the experiences and needs of every individual are unique and therefore, strives to respect and value the diversity of our beneficiaries, public and staff. 

1.2 The aim is for Treasures to be truly representative of all sections of society and for each beneficiary, employee, volunteer, and trustee to feel respected and supported.  

1.3 We aim to treat all current and prospective staff fairly by providing equality of opportunity in employment, development, promotion and retention of skills and experience. We also aim to provide fair and equitable access to services for all beneficiaries of Treasures Foundation. Human rights are central to our commitment to eliminating discrimination, not just in terms of our policies and processes but also in creating the right environment by making it everyone’s responsibility to achieve the fundamental principles of Fairness, Respect, Equality, Dignity and Autonomy.

2. Objectives

2.1 In applying this policy, Treasures recognises its obligation under the Equality Act 2010 to:
i) provide equality, fairness and respect for all in our employment, whether temporary, part-time or full-time and for those who volunteer or reside with us.
ii) not unlawfully discriminate because of the Equality Act 2010 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 (gender), sexual orientation and being or becoming a transsexual person. 
iii) eliminate unlawful discrimination, harassment, and victimisation. 

IV) advance equality of opportunity between people who share a protected characteristic and those who do not. 

v) foster good relations between people who share a protected characteristic and those who do not

VI) ensure equal access to services and employment is offered in line with 2.2, 2.3 & 2.4 below

2.2 Our service is open to people from varied backgrounds in line with the above points. For example, a potential resident would not be prevented from joining us on the basis of their faith or non-faith stance. However, the houses are solely for women. This is in line with our governing documents. We believe that every woman has the right to heal from trauma in a female only space. 

2.3 Staff and volunteer roles are generally also open to all. 
i) There are some project roles, working directly with our women beneficiaries, that would require applicants to be female as a Genuine Occupational Requirement.  Our Recruitment process for these roles will therefore include the following statement: “Treasures having regard to the nature or context of the work (the provision of safe accommodation and specialist support to vulnerable women with histories of substance abuse and criminal offending), consider that being a woman is a genuine occupational requirement and the role of project worker is covered by a Genuine Occupational Requirement (Schedule 9; Equality Act 2010)”. 

2.4 Some roles may be subject to a DBS check.
i) Such roles will be advertised as such with wording such as the following.  “This post is subject to an Enhanced Level with a Barred List DBS check, although we do not discriminate, and we actively welcome applications from those with lived experience of the Criminal Justice System and/or in recovery from drug and alcohol addiction.” 

ii) Information disclosed during a recruitment process will be treated in the strictest confidence, however, no direct request for information regarding past offences will be requested until a conditional offer of employment is made.


3. Scope 

This policy applies to all staff. This includes all those directly employed by Treasures Foundation and those who are agency staff, bank staff, contractors, and volunteers.


4. Prohibited Conduct – behaviour banned by the Equality Act 2010


[bookmark: _Hlk161825643]Prohibited Conduct – behaviour banned by the Equality Act 2010 

4.1 Direct discrimination means treating someone less favourably compared to others because they have certain protected characteristics or because they are thought to have a protected characteristic (perceptive discrimination) or are associated with someone who has a protected characteristic (associative discrimination). 

4.2 Indirect discrimination can occur when you have a practice, rule or policy which is not intended to treat anyone less favourably, but which in practice has the effect of disadvantaging a group of people with particular protected characteristics. 

4.3 Harassment, in general terms, is unwanted conduct affecting the dignity of staff in the workplace. It may be related to any personal characteristic of the individual and may be persistent or an isolated incident. The key is that the actions or comments are viewed as unwanted conduct that violates a person’s dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment. 

4.4 Victimisation is prohibited conduct. It happens when a person is treated less favourably because they complain or raise a concern about discrimination, or they witness it and give evidence about it.

5. Legislation

5.1 The Equality Act 2010 provides protection against discrimination at work and in the provision of services. The Act simplifies, strengthens, and harmonises previous equality legislation. 

5.2 The protected characteristics covered by the Equality Act 2010 are: 

• Age: this refers to a person having a particular age or being within an age band.
• Disability: a person has a disability if they have a physical or mental impairment which has a substantial and long-term adverse effect on their ability to carry out normal day-to-day activities. People with progressive conditions can be classed as disabled. However, you automatically meet the disability definition under the Equality Act 2010 from the day you are diagnosed with cancer, multiple sclerosis, or an HIV infection even if you are currently able to carry out normal day to day activities.
• Gender reassignment: a person whose gender identity is different from the sex assigned to them at birth. Although, under the Equality Act 2010, as gender reassignment is where a person is proposing to undergo, has undergone a process or part of a process for the purpose of reassigning their sex by changing their physiological or other attributes of their sex. You do not need to have already undergone any specific treatment or gender affirming surgery to change from your birth sex and can be at any stage in the transitioning process.
• Marriage and civil partnership: someone who is legally married or in a civil partnership. Marriage and civil partnership can either be between a man and a woman, or between partners of the same sex. 
• Pregnancy and maternity: the period during pregnancy and the period of 26 weeks after giving birth, mainly in the employment context and includes breastfeeding. 
• Race: this refers to people defined by their nationality including colour, citizenship, ethnic or national origin 
• Religion or belief: the religion a person belongs to. It can also include any religious or philosophical belief. A belief, including a lack of belief, should affect your life choices or the way you live for it to be included for the purposes of the Equality Act. 
 • Sex: discrimination can occur when an individual is treated unfairly because they are a man or a woman 
• Sexual orientation: this is whether a person’s sexual attraction is towards their own sex, the opposite sex or to both sexes.

6. Safeguarding 

6.1 As outlined in our Safeguarding Policy we are committed to: 
i) Preventing abuse, including enabling beneficiaries to protect themselves from harm, including self-harm and self-neglect. 
ii) Responding to any suspicion or concern of abuse through internal action and external reporting. 
iii) Take seriously all allegations or complaints of abuse whether past or current, made by beneficiaries, staff or third parties, inside or outside Treasures. That these are dealt with fairly and in line with Treasures Complaints Policy 
iv) Follow the external multi-agency procedures for investigating abuse. 
v) Offer counselling, help and support to beneficiaries and staff involved in cases of abuse. 
vi) Opposing all forms of modern slavery, people trafficking, sexual exploitation, extremism and any other forms of abuse. 
vii) oppose and avoid all forms of unlawful discrimination. This includes in pay and benefits, terms and conditions of employment, dealing with grievances and discipline, dismissal, redundancy, leave for parents, requests for flexible working, and selection for employment, promotion, training or other developmental opportunities 





7. Commitment

7.1 Treasures  commits to: 

i) encourage equality and diversity in the workplace as they are good practice and make business sense
ii) Ii) create a working environment free of bullying, harassment, victimisation and unlawful discrimination, promoting dignity and respect for all, and where individual differences and the contributions of all staff are recognised and valued

7.2 This commitment includes training managers and all other workers & volunteers about their rights and responsibilities under the equality policy. Responsibilities include staff conducting themselves to help the organisation provide equal opportunities in employment, and prevent bullying, harassment, victimisation and unlawful discrimination.

7.3 All staff & volunteers should understand they, as well as their employer, can be held liable for acts of bullying, harassment, victimisation and unlawful discrimination, in the course of their employment, against fellow staff, beneficiaries, suppliers and the public.

7.4 Staff and volunteers are entitled to work in an environment where they are protected from any form of abuse directed towards them under the protected characteristics as set out by the Equality Act 2010 (age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race (including colour, nationality, and ethnic or national origin), religion or belief, sex (gender) and sexual orientation) by other staff or beneficiaries

7.5 Staff and volunteers should take seriously complaints of bullying, harassment, victimisation and unlawful discrimination by fellow staff, beneficiaries, suppliers, visitors, the public and any others in the course of the organisation’s work activities

7.6 Such acts will be dealt with as misconduct under the organisation’s grievance and disciplinary procedures, and any appropriate action will be taken. Particularly serious complaints could amount to gross misconduct and lead to dismissal without notice for staff, or termination of a licence, for beneficiaries 

7.7. Further, sexual harassment may amount to both an employment rights matter and a criminal matter, such as in sexual assault allegations. In addition, harassment under the Protection from Harassment Act 1997 – which is not limited to circumstances where harassment relates to a protected characteristic – is a criminal offence

7.8 Treasures will make opportunities for training, development and progress available to all staff and volunteers, who will be encouraged to develop their full potential, so their talents and resources can be fully utilised to maximise the efficiency of Treasures

7.9 Many of our staff and beneficiaries come from a background of trauma. We encourage both staff and beneficiaries to access trauma therapy through our service. This is open to all

7.10 Treasures will review employment practices and procedures when necessary to ensure fairness, and also update them and the policy to take account of changes in the law

7.11 Treasures’ grievance and disciplinary policy  includes details with whom staff should raise a grievance – usually their line manager

7.12 Use of the organisation’s grievance and/or disciplinary procedures does not affect an employee’s right to make a claim to an employment tribunal within three months of the alleged discrimination

8. Recruitment & Monitoring

8.1 Recruitment of employees
i) When recruiting, prospective employees will be asked if they have any health conditions and if they require any reasonable adjustments. This is so they can be supported in the way they need

8.2 Monitoring of staff, volunteers and beneficiary groups may be a criteria used for applying for funding, or may be asked for by our funders.   For example, women only funding, or those with a history of offending.  All Treasures staff, volunteers, trustees and beneficiaries will be informed of Treasures GDPR & Confidentiality policy with regard to data that may be recorded for the purposes of internal monitoring and external reports for funders



9. Links to other policies

9.1 Other policies that may relate to this policy:
Complaints Policy Including Fundraising and Allegations
Code Of Conduct
Safeguarding
Recruitment 
Recruitment of those with a criminal record policy
Grievance and Disciplinary Policy
Ethos
GDPR & Confidentiality
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