




About Us
Tees Valley Sport is part of a network of 43 active partnerships who are locally led, non profit, strategic organisations that form a significant part of the sport and physical activity landscape across all parts of England.  We have a leadership role to drive systemic change and to act as an advocate, educator, enabler, provider and collaborator.  We connect local people and partners to each other and fill the sub-region with a value of movement. We build knowledge, skills and trust across our place and demonstrate the need for a fundamental change in how we support people to be active.

We have a small team of 13 staff (8 full time and 5 part time) as detailed in the organogram in appendix 1.  We are currently in the process of recruiting a Long Term Conditions Health Officer, a Welfare Officer, a second Impact and Insight Officer and Board Directors.  The Executive Director, Paul Kreczak leaves the organisation on the 7th April 2024 to take up a new opportunity.  The Strategic Lead: Health and Wellbeing, Robin Bedford will be taking on the role as an interim appointment ensuring that we have a continuity plan in place which provides the team with some consistency and ensures that our work will continue with minimum disruption.  During the transition, support will also be provided by the Deputy Director for Student Wellbeing and Welfare, Mal Fitzgerald and the wider Student and Library Services department in the University in addition to our Board Chair, Claire Tennyson and Board Directors.
We are hosted by Teesside University in Middlesbrough and are committed to supporting the University to develop a reputation for academic excellence that provides an outstanding student and learning experience.   Appendix 2 contains a diagram showing the inclusion of Tees Valley Sport within the Student and Library Services department at Teesside University.  

By gaining a deep understanding of the needs of local people, using local insight and place based working, we have built an accurate picture of the needs of our community. We have established processes for exploring our perspectives, attributes, experience and interactions which helps us gain insight and decide how to move forward.  As an organisation we have always had a strong, established cohort of advocates, supporters, and partners; primarily within the local club infrastructure, leisure, schools, and other local agencies focusing on sport and in the last two years we have challenged and changed those perceptions to be clear about our systemic role in delivery ‘Uniting the Movement’ (UTM) at a local level to tackle inactivity in our place.  We have become an organisation that is relevant, trusted, and central to the achievement of tackling inequality and inactivity in the Tees Valley.  

We acknowledge that we are on a journey to improve our ability to be truly equitable and inclusive and we know that we have a lot of work to do to achieve our ambitions, whilst supporting and challenging other partners in the sector and community to do the same.  We have long standing relationships in place with a significant number of diverse groups and the implementation of the DIAP will give a formal structure to actioning and documenting our EDI impact.  The team are ready to challenge themselves, to commit resources, energy, time and passion to make change happen.

To enhance our partnership working we use a Learning Bank to capture and share our learning internally with the team and externally with partners. The Learning Bank is a bespoke piece of software designed to keep helpful resources together in a centralised place and includes content such as impact, storytelling, reflections, videos/podcasts, blogs, articles, research/reports/articles, toolkits/resources from other organisations.  This tool is central to showcasing our EDI work with partners and sharing examples of good practise.  As an example of Learning Bank content, Mark Dobinson met the specialist area manager for Unaccompanied Asylum Seekers (UAS) for the ROC (Reach Out Care) group and has arranged for her to attend a Team Meeting on the 7th May 2024 to explore potential ways we can work together around offering support for the children and young people they come into contact with.  In this example the Learning Bank is used to provide accessible content for the team on the role of the ROC group prior to the meeting.  Another example of content on the Learning Bank is promotion of the ‘My Life’ resource which is a tool codesigned with people with lived experience and academics at Teesside University to support individuals with self-management of long term health conditions who are also struggling with their mental health My Life Tool.

Our Vision
Communities across Tees Valley are happy, healthy and resilient, with positive life memories.
Our Mission
To redefine what it means to be active through collaboration with our partners and communities.  To achieve a shared ambition and positively impact the health and wellbeing of people across the Tees Valley.
Our 7 key strategic priorities;
· The public will value movement more
· Communities will feel more cohesive
· There will be a reduction in people suffering long-term health conditions
· Positive mental health will be on the rise
· Maximising the power and influence of our health partners
· Children will be enjoying more enriching experiences
· More local assets will be created and existing ones improved

Our EDI focus is fully aligned and integrated in our overall strategy. Our approach to diversity is clearly identified as fundamental to our success, and firmly embedded within the organisational focus, our people and our target market.   It is clear that never has it been more important to seek insight from people with vastly different approaches.  Diverse points of view are fundamental to driving an innovative organisational strategy.  The DIAP has been created with a robust organisational focus and is positioned to support the achievement and success of our organisational strategy.

Our commitment to equality, diversity and inclusion (EDI)
‘We are committed to fostering a diverse and inclusive culture - a place where we can all be ourselves and succeed on merit.  We will embed our Diversity and Inclusion Action Plan (DIAP) in all our work in recognition of the significancy of EDI and to ensure that we are fully committed to maintaining and supporting a culture of equality of opportunity for all.  Our approach to diversity is about acknowledging people’s differences and recognising these differences as valuable, not problematic.  We recognise that people have different personal needs, values and beliefs and we aim to ‘treat others as they want to be treated’.  We want everyone to be able to benefit from sport and physical activity, regardless of any of the nine protected characteristics of the Equality Act 2010; sex, age, disability, gender reassignment, race, sexual orientation, religion or belief, marriage and civil partnership, and pregnancy and maternity’.  We will engage all our team in the diversity journey going forward by empowering everyone to be agents for change and sharing progress with them at every step along the way’.
  
Claire Tennyson, Chair of Board
Responsibilities
Our Board Directors, senior management team and all employees are fully committed to the principles of equality, diversity and inclusion (EDI) and have the responsibility to respect, follow and promote the ethos and intentions of this policy.

The Executive Director has overall responsibility for ensuring that the EDI policy is implemented, followed and reviewed when appropriate.  The Board Directors are also responsible for ensuring that the policy is enforced and any breaches are dealt with appropriately.   The team member responsible for completing an action in the DIAP is accountable to their Line Manager initially and Catherine Woods, Business Support Officer is responsible for recording progress. 

A member of the Board will be designated as the EDI champion and will ensure that equality, diversity and inclusion are included as an agenda item at every Board meeting and that the Board takes EDI into consideration when making decisions. 

The statement, policy and associated guidance will be subject to an annual review, to ensure compliance with changes to employment law and equality and diversity legislation and will be taken to the Board for approval.

Organisations that we commission to deliver services will be expected to have their own EDI policies in place as well as having knowledge of issues in relation to EDI.  

The DIAP and EDI policy will be highlighted in all new staff inductions and will be available on the TVS website and promoted at meetings and events where relevant.  Copies in other formats will also be available if requested.  

We are fully committed to the principles included in Teesside University’s Equality and Inclusion Policy as our host organisation and will embed all their equality, diversity and inclusion values in our work.  We fully support all the University’s aims especially the importance of creating an environment in which diversity is embraced, prejudice is opposed and equality and inclusivity can flourish.  
EDI principles and foundations are closely linked to safeguarding principles in terms of people ‘feeling safe, welcomed, happy, valued, respected, thriving & confident to speak up’ and we have therefore allocated responsibility for both areas to Catherine Woods (Business Support Officer) to facilitate the links between these areas of work.  Our safeguarding policies and procedures ensure the wellbeing and safety of staff and Board Directors, enabling issues directly relating to equality, diversity and inclusion to be addressed and implemented throughout all levels of the organisation.  The annual review of the children and adult policies includes all aspects of EDI. 



Our EDI objectives are;
· Recruitment – we will ensure that no job applicants are unlawfully discriminated against because of age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief (including lack of belief), sex and sexual orientation (known as the protected characteristics).  

· Training – we will support our workforce to adapt and demonstrate their commitment to the principles and practices of equality, diversity and inclusion through the provision of training to raise awareness and understanding.

· Insight and Advocacy - we will continually develop our understanding of the diverse needs of different communities and partners within Tees Valley and positive action will be used to redress inequalities, discrimination and to maximise participation. 

· Policies and Procedures – we will ensure that the appropriate governance and policy is in place to promote and embed equality, diversity and inclusion.

Our EDI journey to date
Inclusion has been a long term priority in all our work and we have applied learning to reshape and accelerate our approach, including how diversity ties into the overall business strategy, vision, and purpose.  

Some of the challenges we have encountered over the years include;
· Developing a culture where everyone recognises that diversity is a critical imperative rather than a ‘nice to have’
· Addressing the low representation of women in management and leadership positions
· Finding the right talent to drive development of key work areas
· Managing a multi-generational workforce with evolving responsibilities for dependants (including employees with both children and elderly parents)
· Recruiting talent that mirrors the diversity of the Tees Valley population
· The lack of available EDI data to inform our decision making processes and planning
· Supporting partners to understand that diversity has no quick fix solution.  Demonstrable and sustainable progress can only be achieved through a comprehensive change management approach that tackles behavioural, process and cultural transformation
· Leadership commitment and accountability is essential to ensure sustained diversity progress
· Supporting partners to develop programmes that take into account the nuances and variances within our local population




Examples of a small number of inclusive projects that we have supported are detailed below;
Pregnancy and maternity
The need to support patients to become more physically active within the perinatal pathway was raised by the consultant midwife at James Cook University Hospital.  Our Health Development Officer, Charlotte Regan, developed a project around improving wellbeing during the perinatal period, focusing on physical and mental health.  Leaflets were designed for the three different perinatal stages (Preconception, Pregnancy and Postnatal) plus a poster and videos.  The concept was to create codesigned simple, accessible, non-clinical documents, which provide encouragement, empowerment and education. The content is light-touch and basic whilst giving people the ability to access curated, trusted information via a QR code. 

The Integrated Care Board are in the process of developing a project aimed at promoting positive mental health within the perinatal period. During their codesign period our Health Development Officer was involved in discussing the link between mental health and physical activity.  Charlotte highlighted the importance of inclusivity for LGBTQ+ families in health settings and the need for consideration around language as often health literature is not reflective of all family dynamics. The project adjusted their remit to include information around same sex relationships and alternative language for birthing and non-birthing partners to increase inclusivity. 

Ethnicity
 
Our Place Based Officer, Victoria Auton was approached by an organisation regarding difficulties accessing appropriate swimming pool time within Hartlepool for their community.  Due to cultural reasons the women were unable to attend open swim sessions as they could not participate with male swimmers, male staff members and also could not wear swimming costumes.  Victoria facilitated a partnership meeting with the organisation, the Local Authority re-settlement team, the leisure centre team, the new leisure centre, Swim England and the Patrick and Frances Connolly Trust (PFC) to collectively identify and address the issues. The outcome of the meetings was the local leisure facility extending their opening hours once a month for female only family swim sessions for the community with female only staff and a much greater cultural understanding. The aim is for Hartlepool to be the Tees Valley Hub for this type of session. The project was initially funded by PFC for 6 months with the aim for participants to self fund the sessions as independent community members in the longer term. The partnership also enabled the community to develop relationships with the leisure centre team and provide insight in how to make the facility more accessible to their community. 
Our involvement with the Social Prescribing Team in Darlington identified a gap in provision of physical activity that was appropriate and accessible for Muslim Bengali women.  We addressed this need through the Together Fund to host women only beginner’s activity sessions in Corporation Road primary school hall with a female coach and culturally appropriate activity and music. A member of the Social Prescribing Team who is of Bengali heritage was able to attend the sessions which removed the language barrier and created a welcoming environment.  The sessions have been used as a platform for other professionals to share their message with the Bengali Community. Specialists have attended to raise awareness of cancer prevention, screening and dementia. The future aim is to open the session up to all women from the school community and the nearby area to increase participation levels and support sustainability. The core attendees are happy with this and comfortable to continue to exercise in an all-female environment.
Inclusive Events for children
We deliver a range of inclusion festivals and events in partnership with the School Games Organisers and the Local Inclusion School (LIS).  These events provide a great opportunity for Special Educational Needs and Disabilities (SEND) children to experience different sports and activities outside of their school environment such as ice skating, bell boating and rock climbing. We aim to connect all of the activities with local provision so children and families have the chance to follow up and potentially take the activity further after our event. We also work with partners like Panathlon and Smile Through Sport who provide opportunities for progression and competition in national formats. 
1st May 2024 - Multi sport festival at Middlesbrough Sports Village
6th June 2024 – Bell Boating at Tees Active Barrage
Team Training
All the team participated in an Inequalities Training session with our Board Director, Becky James, Health and Wellbeing Programme Manager at the Office for Health Improvement and Disparities on the 30th January 2024.  The session raised our awareness of how individual characteristics and societal factors contribute to health inequalities and how these elements are complex and overlap with one another, with individuals falling into more than one category and experiencing multiple drivers of poor health at the same time.  We explored the difference between equality and equity and discussed how some groups may need more or different support in order to achieve the same outcomes.  The feedback from this session was that all the team felt more informed and had increased confidence to talk to others about health inequalities.  

Catherine Woods attended the ‘Tackling racism in sport, time for action’ conference on the 1st March and has shared the post event information pack with the team containing overviews of the presentations and case studies.  Talking about race and racism in sport can be difficult and
uncomfortable and the sessions provided opportunities to understand more about the complexities of talking about race and the impact of racism in sport.  The team are moving towards a position of feeling more equipped to engage effectively in conversations about race equality and being able to take a growth mindset approach to inclusive language.

Catherine Woods attended a presentation on the 27th February by the Physical Activity Operations Manager at Mind on their new initiative 'Spot, Support. Signpost' which focuses on how to help someone who may be struggling with their mental health.  The key messages and details of organisations that provide tailored mental health support for under 25s, older people, black, African and Asian communities and the LGBTQI+ community have been shared with the team on the Learning Bank.  





The Tees Valley Area

The 2021 Census indicates the following key population statistics for the Tees Valley area;
	[bookmark: _Hlk158026257]Statement
	Tees Valley 
	National 

	White British
	89.9%
	73.5%

	Non White
	7.9%
	19.0%

	White non British
	2.2%
	7.5%

	Mixed
	1.3%
	3.0%

	Asian
	4.4%
	9.6%

	Black
	1.1%
	4.2%

	Other ethnic group
	1.1%
	2.2%

	Households with multiple ethnicities
	4.0%
	10.4%

	Life expectancy Males
	77
	79

	Life expectancy Females
	81
	83

	Disabled with a limiting long-term illness where the day-to-day activities limited
	20.9%
	17.3%

	Straight or heterosexual
	91.0%
	89.4%

	Gay or lesbian
	1.5%
	1.5%

	Bisexual
	1.0%
	1.3%

	All other sexual orientations
	0.3%
	0.3%

	Christian
	50.7%
	46.3%

	Muslim
	3.8%
	6.7%



Currently the Tees Valley has some of the worst health inequalities and inactivity levels in the country and our organisation exists to tackle this to build a healthier, happier place to live.  Of the 31.8% of people who are currently inactive in Tees Valley, we know that if you are female, from an ethnically diverse background, have a disability or long term health condition, a different sexual orientation to straight, or are in lower socio economic groups, you are less likely to be active.  The Tees Valley is the second most deprived Local Enterprise Partnership (LEP) area in England with 25% of children living in low-income families and 10% of families classed as living in poverty.  Our work involves connecting up the system so that key partners can collaborate to create interventions that will actually create long-term, sustained change.  




Section 1. Recruitment
Objective: Equality, diversity and inclusion will be the foundation of all our recruitment, selection and decision making, to ensure we attract a diverse range of people for our staff and Board positions
	Timescale
	Objective

	Action
	Person(s) Responsible
	Completion Date

	Short Term
	We will ensure that the Board Directors and staff team are aware of the need for and the benefits of having a diverse workforce which reflects the population we serve.

Data
Current representation is as follows;
· Board gender ratios, male 55%, female 45%
· Team gender ratios, male 38%, female 62%
· Board ethnicity ratios, 100% white british
· Team ethnicity ratios, 100% white british
· Board disability ratios, 100% non-disabled
· Team disability ratios
24% disabled, 76% non-disabled
· Board LGBTQI+ ratios, data not available
· Team LGBTQI+ ratios, gay/lesbian 8%, 92% straight/heterosexual 

The University as a whole employs;
· More female staff than male staff; a split 59.5% to 40.5%
· White 84.5%, asian 7.3%, black 2.8%, chinese 1.3%, mixed 1.7%, other 1.3%
· Disabled 6.7%
· Heterosexual 76.3%, gay man 1.6%, lesbian woman 1.2%, bisexual 2,7%
· No religion 36.7%, christian 34.8%, non Christian 10.9%, not known 17.7%
· 40% of the students are from overseas and staff are from 59 countries

Results of 2023 Active Partnerships national staff survey;
· 25% of the team strongly believe that the collective network speaks against racism / inequality
· 25% of the team strongly believe that the collective network value and celebrate diversity of people / ideas 

	Regular updates and discussion on key issues in relation to equality, inclusion and diversity in recruitment at Board meetings and Team meetings as an agenda item.

	Claire Tennyson
Robin Bedford
Gemma Nelson
	Ongoing

	
	
	Targeted advertising for recruitment to individuals and organisations representing diverse communities supported by collection and analysis of data for each role to identify which media was most successful.

	Robin Bedford
Gemma Nelson
	Ongoing

	
	
	Incorporate socio economic and LGBTQI+ data collection with Skills Matrix updating process for Board Directors.

	Catherine Woods
	Biennial in January

	
	
	Gather data on the diversity of applicants for Board Director vacancies to improve our understanding of the equality profile of applicants.

	Robin Bedford
Gemma Nelson
	Ongoing

	
	
	Liaise with HR to monitor the equality profile of all job applicants.
	Robin Bedford
Gemma Nelson 

	Ongoing

	
	
	Proactively use the recently designed Board and Team recruitment pack to attract more diverse candidates and to show how Tees Valley Sport is an inclusive place to work or volunteer.

	Robin Bedford
Gemma Nelson
	Ongoing

	
	
	Ensure our stakeholder and partnership groups we lead are reflective of our local population.
	Claire Tennyson
Robin Bedford
Gemma Nelson

	Ongoing

	
	
	Awareness raising sessions will take place in Team Meetings to broaden understanding of current national and local projects and campaigns.  

	Catherine Woods
Danny Reed
Charlotte Regan
Sam Carlisle
Mark Dobinson
(University Focus Group Members)
	Ongoing

	Short Term
	Selection Panels: An appropriate selection panel for every new role will be put in place and consideration will be given to ensure that the panel reflects the diversity of our community. 
	An independent panel member from outside the immediate team will be included to provide an external perspective and ensuring objectivity in the assessment of candidates.  The independent member is expected to take an active role in the process and engage with training in advance if required. 

	Robin Bedford
Gemma Nelson
	Ongoing

	Short Term
	Interview candidates are invited to provide information about any equality or diversity issues which may be relevant and appropriate support will be provided which may include adjustments to the selection process.

	Continue to provide the opportunity for applicants to speak to the most appropriate team member for an informal chat to find out more about vacancies and discuss EDI concerns.  A strong relationship is in place with the Activity Alliance who have provided support with the development of the job description for the Long Term Conditions Officer.  Budget is available to cover consultancy support to advise on EDI issues if needed.

	Robin Bedford
Gemma Nelson
	Ongoing

	
	
	Continue to provide the option of a face to face or online interview.  

	Robin Bedford
Gemma Nelson
	Ongoing

	Short Term
	We will appoint an existing Board Director to act as an Equality, Diversity and Inclusion Champion on the Board to provide specific advice and challenge on EDI related issues.

	Invite Becky James (Health and Wellbeing Programme Manager at the Office for Health Improvement and Disparities) who joined our Board in 2023 to become our EDI Board Champion.  Becky’s portfolio includes identifying and addressing health disparities and inequalities with a focus on groups and areas with the greatest need. Becky will be tasked with providing strong leadership around the EDI agenda through an inequalities lens, ensuring that EDI is at the forefront of all decision making processes.  Becky will ensure strong connectivity between the Board and the team is in place around the EDI agenda and will act as a critical friend.  The Chair will ensure that Becky is clear on the expectations of this role as detailed in the Terms of Reference on an annual basis during her individual appraisal.

	Claire Tennyson
Robin Bedford

	April 2024

	Short Term
	We will appoint a Long Term Health Conditions Officer to support those living with health conditions to move more and to provide health professionals with information about the benefits of moving more.
	The job description will highlight the inclusion of disability as one of the nine protected characteristics in the Equality Act 2010 and our support for enabling this group of people to be active through programmes such as Flippin Pain.

	Robin Bedford
	July 2024

	Medium Term
	We will actively review and challenge existing practices in our recruitment and capacity building to ensure we recruit people with diversity of thought and background, with a positive attitude and understanding of equality, diversity and inclusion.

	Review language on website, job descriptions, personal specifications and adverts for friendliness and perceptions and barriers to selection, whilst ensuring they are inclusive, appealing to our local community and aligned to our vision and mission.  Reassurance will be provided to disabled people from the outset that they can work for us.

	Robin Bedford
Gemma Nelson
	December 2024

	
	
	Introduce a questionnaire with new employees three months following appointment to review how inclusive we are and to make improvements based on this feedback.

	Catherine Woods
	June 2024

	Medium Term
	We will work towards ensuring our Board has the appropriate balance of skills, experience, diversity, independence and knowledge.

	Update the skills matrix to include the opportunity to share any lived experience they may have.

	Catherine Woods
	December 2024

	
	
	The nominations committee will discuss the importance of having a diverse workforce which reflects the population we serve and will actively use the Board Recruitment Pack to target advertising at diverse community groups and individuals.

	Claire Tennyson
Robin Bedford
	Ongoing

	
	
	Formalise the recruitment process for Directors to ensure consistency is achieved and formally documented.

	Robin Bedford
	Ongoing

	Long Term
	Our ambition is to work together to create a more inclusive environment which attracts all candidates and signals our commitment to celebrate and promote diversity. By taking an inclusive approach we are more likely attract a diverse pool of talent and experience.  The use of clear statements which promote EDI within our recruitment material will allow applicants to understand our core values underpinned by our EDI Objectives.
	Our advertisement for new roles will include a brief overview of our commitment to equality, diversity and inclusion.

	Claire Tennyson
Robin Bedford
	December 2024

	
	
	Our Recruitment Pack includes an EDI statement and we will proactively use this pack to attract a diverse range of applicants by highlighting our recognition that people have different personal needs, values and beliefs and we aim to treat others as they want to be treated.   

	Robin Bedford
Gemma Nelson
	Ongoing







2. Training
Objective: Establish the training and development needs of our staff and board and provide training to upskill the team and the wider partnership in relation to EDI issues
	Timescale
	Objectives
	Actions
	Person(s) Responsible

	Completion Date

	Short Term
	Ensure robust understanding of what health inequalities exist in the Tees Valley and how to address them.

	Work with system partners to communicate the key messages for the Tees Valley area from national policies, for example the Women’s Health Strategy.

	Catherine Woods
	Ongoing 

	
	
	The regional Health Equity Learning Academy platform is currently being developed and all the team will be able to access online resources and participate in communities of discussion.  The resources will cover approaches to tackle inequalities and actions that can be taken within our sector and sphere of influence.

	Catherine Woods
Becky James
	September 2024

	Short Term
	Awareness raising around cultural considerations for specific communities accessing physical activity.  
	Training arranged for 9th April 2024 with Salma Din, Maternal Mental Health Link Worker for the Sakina project at Mind to deliver training focusing on women’s mental health through the perinatal period for the team.  
Further actions will be confirmed following completion of training.

	Charlotte Regan
	9 April 2024

	Short Term
	Ensure the views and needs of staff are captured and acted upon as part of the individual informal 121s and Performance Development Reviews.

	Establish additional training and development needs of staff in relation to EDI through 1-2-1 discussion.

	Robin Bedford
Gemma Nelson
	December 2024

	Short Term
	Ensure the views and needs of Directors are captured and acted upon as part of the individual annual appraisal programme.
	Establish additional training and development needs of Board Directors in relation to EDI through 121 discussions.
	Claire Tennyson
	Annually in February

	Short Term
	Team and Board Awayday to strengthen the interconnectivity between staff and Directors through exploration of a range of subjects including governance, brand development etc.

	Agenda to include opportunity to raise issues, share learning and knowledge on all governance related areas of work including a review of DIAP activity.
	Robin Bedford
Gemma Nelson
	September 2024

	Medium Term
	Provide appropriate and relevant training to the Board and team based on the training needs identified through 121 and group discussions over the last 6 months based on the need to raise awareness of EDI and embed it across the organisation and in the delivery of all work.  

	Source provider of unconscious bias training and arrange a session for the team and Directors, especially those involved in recruitment.
	Catherine Woods
	December 2024

	Long Term
	Support staff to advocate and be passionate about equality, diversity and inclusion and to think about EDI in all their work and develop their own ways to be more inclusive.
	Team members to be given the opportunity to share their gender pronouns to help transgender and non-binary colleagues feel acknowledged and accepted.

	Robin Bedford
Gemma Nelson
	April 2024

	
	
	Build in discussions around EDI as part of the annual Personal Development Review process for staff.

	Robin Bedford
Gemma Nelson
	Annually

	
	
	Include EDI as a regular agenda item at Team Meetings to enable staff to develop the skills required to talk confidently about a range of EDI issues.

	Catherine Woods
	Fortnightly or as appropriate 

	Long Term
	As employees of Teesside University all staff are required to complete mandatory online equality and diversity training which is intended to ensure that everyone has an understanding of equality and diversity issues both in the workplace and in everyday life.  The training has been in place for 10 years and refresher training is required every 3 years.  The benefit to TVS staff is that everyone understands the University’s vision and direction for EDI and there is clarity on who is accountable.

By completing this course, the team gain an understanding of the broader equality and diversity issues, become familiar with equality’s legislation, know their rights and responsibilities as a member of staff and will be able to explain the negative effects of discrimination.
The topics covered include;
· What is diversity
· Bias and Behaviours
· Equality Legislation
· An inclusive environment
· Diversity Scenarios

The training is a highly interactive scenario driven presentation, split into sections.  It includes case studies and scenario based questions.  The training takes approx. one hour although you can study at your own pace and save progress as you go along.  There is a short 10 minute quiz at the end to test understanding, following which you can download a personal course completion certificate.


	Existing team members will complete the University’s equality and diversity training every 3 years and will receive an automatically generated prompt when the training is due to be refreshed.  Line Managers also receive a prompt when renewal dates arise for their team members.
 
New team members will complete this training as part of their induction programme.
	Catherine Woods

	Every 3 years




3. Insight and Advocacy
Objective: Develop our insight so that we understand our geographic area in relation to equality, diversity and inclusion and seek to engage and support relevant community organisations to reduce inequalities and increase the physical activity levels of diverse groups.

	Timescale
	Objectives

	Actions
	Person(s) Responsible
	Completion Date

	Short Term
	We will celebrate our commitment to equality, diversity and inclusion by regularly communicating our approach through social media.

	Business Support Officer will advocate EDI across the team by working with individuals to prepare content for a monthly EDI message to be distributed on social media.

	Catherine Woods
Danny Reed
	Monthly

	
	
	Monitor and respond to comments and questions generated by social media posts. 

	Danny Reed
	Ongoing

	Short Term
	As part of our culture of being insight led we will regularly analyse the data contained in the Local Insight Tool to better understand the demographic profile of our local population.

	The Insight and Impact Officer will communicate updates to the team regarding significant changes in our local demographic profile and participation rates identified in the Local Insight Tool.
	Nicola Stephenson
	6 monthly

	Short Term
	Ensure that our organisational commitment to equality and diversity is communicated through internal and external channels and that an inclusive perspective is embedded in all decisions made across the organisation.


	We will create opportunities to listen to individuals and groups from underrepresented communities and the team will add weekly content to the ‘Learning Bank’ in the form of stories, process learning, reflective practices which has great potential to influence others and create change throughout the system.  (The purpose of the Learning Bank is described in the ‘About Us’ section).

	Nicola Stephenson
	Weekly

	
	
	All internal and external meetings will be structured to be fully inclusive, ensuring that they are facilitated to ensure all participants feel able to and are given opportunity to contribute.  Agendas will be sent out before the meeting, the accessibility of the room will be assessed and people will be welcomed by name as they enter the room.  
We will work with the team to be more mindful of inviting attendees to include their pronouns if they feel comfortable doing so.  
We will provide multiple ways to engage to allow attendees to contribute in the way they feel most comfortable. Options include;
· Speaking up during the meeting independently 
· Being invited to speak during a planned pause at the end of a discussion point
· Allowing attendees to send first and final thoughts via email before or after a meeting takes place

	Catherine Woods
	Ongoing

	
	
	The use of technology is encouraged to ensure equality of access to meetings and workshops, with hybrid offers available where possible.

	Catherine Woods
	Ongoing

	
	
	We will continue to work closely with the Active Partnerships Network, Sport England and local EDI sector groups around equality issues.

	Catherine Woods
	Ongoing

	Short Term
	Encourage team members to complete Teesside University’s annual Stonewall UK Workplace Equality Index survey which helps to review and enhance the policies and practices supporting members of the LGBTQ+ community.  It comprises questions around key indicators of inclusion in the workplace and examines the experiences, opinions, and attitudes of both LGBTQ+ and non-LGBTQ+ employees.
	The results of the Stonewall Survey will be discussed at the LGBTQIA+ Focus group attended by Sam Carlisle, Finance and Administration Officer and disseminated to the team to agree further action.
	Sam Carlisle 
	Annually in December

	Short Term
	We will proactively engage with partners to support and champion change through national and local inclusive campaigns such as ‘Black History Month’ and ‘Inter Faith Week’.  We will use the reach on our social media platforms to give a voice to those without one and challenge and campaign for change on their behalf.
	Liaise with Teesside University’s Marketing Department to create a calendar of national and local inclusive campaigns and show our support through social media.  

	Catherine Woods
Danny Reed
	Ongoing

	Short Term
	Promote sources of funding focusing on equality, diversity and inclusion. 

	Add details of sources of funding to website and social media alongside the support we can provide with creating a successful funding application.  We are aware of the range of funds offered by Sport England specifically and can support groups to develop applications addressing inequalities by supporting people who have poorer health outcomes and lower activity levels.
We will support those groups who are unable to accept National Lottery funding for religious reasons and will provide information on funding from alternative sources.
 
	Catherine Woods
Danny Reed
	Ongoing

	Short Term
	Support patients to become more physically active within the perinatal pathway at James Cook University hospital.  Leaflets have been designed, printed and distributed for the three different perinatal stages (Preconception, Pregnancy and Postnatal) plus a poster and videos.  The concept was to create codesigned simple, accessible, non-clinical documents, which provide encouragement, empowerment and education. The content is light-touch and basic whilst giving people the ability to access curated, trusted information via a QR code. The resources are currently in the process of being translated into audio format.  Insight was gathered from local health partners to which languages would be most impactful to the Tees Valley.

	To liaise with Darlington College to utilise their community translation courses to provide cultural and linguistic context to the resources. 
	Charlotte Regan
	End June 2024

	Short Term
	We are working with Redcar and Eston School Sport Partnership to evaluate the impact of their Warm Welcome project in the Redcar and Cleveland and Middlesbrough areas.  The project supports clubs and community organisations to review their approach to connecting with existing and new participants.

	To support with impact evaluation of the Warm Welcome project with various groups.  Currently undertaking participant interviews with Senses Wellbeing Centre in Skelton.  The Centre hosts a full timetable of fitness, wellness and nutrition sessions for adults, children with educational needs and disabilities therefore inclusion is paramount to their service delivery.

	Nicola Stephenson
	End December 2024

	Medium Term
	We will support the Sport England equality and diversity ambition to ‘Close the race gap in levels of participation in sport and physical activity for specific black, Asian and minority ethnic groups that are behind national participation levels’. (This was one of the commitments made in the Tackling Racism and Racial Inequality in Sport review following the murder of George Floyd).

	We will engage with relevant support partners and networks to challenge racism and racist behaviours within our respective areas of responsibility.  We have existing working relationships with the Activity Alliance, Office for Health Improvements and Disparities, Hart Gables LGBT Forum, Sporting Equals, Women in Sport, Stonewall and the University’s Ethnic and Cultural Diversity Focus Group.  
Through the Tacking Inequalities Fund we have supported a Muslim Bengali ladies group in Darlington to access physical activity sessions hosted at the local Primary School and we will continue to work with the group to ensure sustainability and to offer ongoing support.

	Catherine Woods
Louise Morris 
	Ongoing

	
	
	Training will be delivered to raise awareness of cultural considerations for the community accessing physical activity as detailed in the section 2 (training) above.

	Charlotte Regan
	March 2024

	Medium Term
	We will support the identification and development of a diverse range of talented athletes through our Amplify programme ensuring equality of opportunity and inclusion.
	Review the Amplify promotional material to ensure the messages are inclusive and information is distributed to 
individuals and organisations representing the diverse communities in Tees Valley.

	Mark Dobinson
	August 2024

	Medium Term
	We will continue to work to understand the barriers that specific diverse groups face in accessing sport and physical activity and will raise awareness of these across our sphere of influence.

We are actively involved in delivering the public health campaign Flippin’ Pain in our local area.  This is a public health campaign aiming to change the way we think about, talk about and treat persistent pain.  Our work has been awarded gold in the Health Services Journal awards in recognition of a successful multi-agency project tackling the significant issue of chronic pain in the region by improving understanding and management of pain across the local population and healthcare systems.
HSJ Partnership Awards 2024: Most Impactful Partnership in Preventative Healthcare | HSJ Awards | Health Service Journal
	We will invest some funding to support the development of a Flippin’ Pain training pack through a codesign process using the education from the roadshow to ensure the long term sustainability of the project in 
Tees Valley. 

	Robin Bedford
Charlotte Regan
	December 2024

	
	
	Creation of a knowledge base through a community based approach to enable families to be more active. As part of this process knowledge and understanding of what barriers local families face to taking part in physical activity will be documented and shared with the team.

	Lucy Melville
	December 2024

	
	
	We are currently in the recruitment phase for a Long Term Health Conditions Officer who will work to identify, understand and support health related barriers to being active.  The Activity Alliance have been involved in the development of this role and the associated design and content of the job advert.

	Robin Bedford
	July 2024

	
	
	Support Lillyannes in their rebranding project to move towards inclusion of physical activity.  This charity is based in Hartlepool and provides life-changing support for homeless people and those suffering from mental health problems and loneliness.  The rebranding project will include a change of name to Lilyannes Wellbeing and the integration of physical activity across their services to achieve their wider social outcomes.
   
	Victoria Auton
	September 2024

	Medium Term
	We will arrange representation from the team on Teesside University’s 5 Equality and Diversity Focus Groups which meet regularly to enable issues relevant to those particular protected characteristics to be discussed and to act as a conduit with the wider University community. 
	Team members to attend their initial Focus Group meeting and to disseminate their findings to the team and agree further actions 
· Disability; Danny Reed
· Ethnic and cultural diversity; Mark Dobinson
· Faith and belief; Catherine Woods
· Gender; Charlotte Regan
· LGBTQIA+; Sam Carlisle
Our contributions to these Focus Groups will involve linking to Sport England and local community groups such as Lillyanne’s Wellbeing, Reach Out Care, Cornerstones, Darlington Asian women’s group, Parkinson’s Punchers, Hart Gables LGBT Forum and Senses Wellbeing Centre amongst others.

	Catherine Woods
	June 2024

	Long Term
	We will support partners to embed sustainable change in diversity and inclusion through a whole organisation approach and system change that is routed in inclusive principles. This support will include use of the ‘Moving to Inclusion’ Framework which guides organisations on developing inclusive practice through self-reflection and continuous improvement.  The programme aims to embed equality, diversity and inclusion through incorporating action planning, implementation and review into an organisation’s everyday work.
Moving to Inclusion Framework - Moving to Inclusion

	We will review the content of the ‘Moving to Inclusion Framework’ and create supporting guidance for organisations to use via our website.
	Catherine Woods
	End December 2024

	Long Term
	Enhanced engagement and consultation with valued equality partners across the sport sector nationally and locally (Activity Alliance, Sporting Equals, StreetGames, Women in Sport, Stonewall, Humankind, Hart Gables etc)
	Attend the Hart Gables LGBT Forum which explores a range of topics, the February meeting explored the proposed transgender guidance in schools.

	Sam Carlisle
Catherine Woods
	Monthly meetings

	
	
	Identify opportunities through stakeholder events and forums to focus on issues and raise awareness of inequalities in sport and physical activity.

	Catherine Woods & Team
	Ongoing

	Long Term
	Continuously promote the work the Partnership is supporting / collaborating on with groups from diverse communities to demonstrate and showcase our work, reach wider audiences and encourage more community groups to approach us.
	Complete the films created with Together Fund recipients and showcase the range of projects we have supported.  The films include the Unicorn Riding for the Disabled Centre, Lillyanne’s Wellbeing, Parkinsons Punchers, Darlington Table Tennis Academy, Tees Vision Connect and JTS Trampolining. 

	Catherine Woods
	End March 2024

	
	
	Gather feedback from our inclusive events (ice skating etc) to improve the provision and experience we provide in the future and to share learning with partners on the Learning Bank.

	Nigel Hornsby
	Ongoing

	
	
	Showcase the good practise of local community groups such as Lillyanne’s  (lilyannes.co.uk) and Cornerstones (cornerstone-north.org)

	Victoria Auton
	Ongoing

	
	
	Create a contact list of community organisations and groups in the Billingham and Stockton area for the Reach Out Care (ROC) group to offer support for unaccompanied asylum seeker children.
Liaise with the Social Work course at Teesside University to coordinate a student work placement opportunity based at ROC.

	Mark Dobinson
	April 2024

	Long Term
	We will support our host organisation, Teesside University to deliver the standards outlined in the following awards and accreditations:
Customer First accreditation 

Investors in People 

Stonewall UK Workplace Equality Index

Disability Confident Leader

North East Better Health at Work Award 

Athena Swan

Race at Work Charter

Charter for Employers Positive about Mental Health

Positive Allies charter 

Visibly Better Employer

	Our involvement in these awards and accreditations will be explored in the University Focus Groups and disseminated to the team;
· Disability; Danny Reed
· Ethnic and cultural diversity; Mark Dobinson
· Faith and belief; Catherine Woods
· Gender; Charlotte Regain 
· LGBTQIA+; Sam Carlisle

Increasing student numbers at university makes entry into the graduate job market very competitive. We support Teesside University students to give them the best platform to compete for graduate roles - through work experience, work placements and volunteering. We have completed successful student placements for the warm welcome service mapping and data mapping more generally.  New student opportunities will be identified linked to project work across the team.  The student population at Teesside is diverse and we can encourage greater participation from underrepresented groups through placements.
	Catherine Woods & Team









Nigel Hornsby 
	Ongoing











Ongoing






4. Policies and Procedures
Objective: Review existing policies and procedures, ensuring that they are up to date and robust, to demonstrate the Partnership’s commitment to EDI and to ensure effective EDI practices are utilised within the organisation.
	Timescale
	Objective

	Action
	Person(s) Responsible
	Completion Date

	Short Term
	Ensure that diversity of thought, accountability and representation are present within key decision making structures and EDI outcomes are therefore embedded within strategic planning and key strategies including the People Plan.

	To ensure EDI is a regular agenda item at all meetings where appropriate therefore keeping it at the forefront of strategic planning and strategies.
	Robin Bedford
Gemma Nelson
	Ongoing

	Short Term
	Ensure all staff and Directors are aware of relevant policies and procedures relating to EDI and know how to raise any issues should they arise through discussion at Board and team meetings.  

The Equality, Diversity and Inclusion Statement and Policy are included in Appendix 3.

	Following completion of the independent review process presentations will be delivered at a Team Meeting and Board Meeting in May / June to present the DIAP and the accompanying Equality, Diversity and Inclusion Statement and Policy allowing time for discussion, exploration and awareness raising.  

	Catherine Woods
Robin Bedford
Gemma Nelson
	End June 2024

	Short Term
	Our new organisational branding will include a co-design element to ensure it is open and inclusive for everyone.

	Marketing Officer to consult with a variety of diverse groups to ensure our new branding openly reflects our commitment to equality, diversity and inclusion.
 
	Danny Reed
Gemma Nelson
	September 2024

	
	
	Review potential application of tools such as https://reciteme.com/ to increase the accessibility of our website by adding additional features such as a screen reader, translation, styling and communication which can be useful for individuals who are neurodivergent, visually impaired, dyslexic etc. 
	Danny Reed
Gemma Nelson
	September 2024

	Short Term
	Ensure that all Service Level Agreements for commissioned work and project delivery partners include requirements around EDI, including collating their policies prior to providing them with funding.

	Business Support Officer to provide team with support and guidance relating to inclusion of EDI requirements in Service Level Agreements. 
	Catherine Woods
	Ongoing

	Short Term
	We will ensure that our language and imagery is inclusive and reflects our commitment to reducing inequalities and that the words we use do not consciously or unconsciously exclude, undermine, offend or reinforce negative stereotypes.  We will regularly assess national standards and societal preferences around language.  
	Business Support Officer to regularly monitor use of the images TVS portrays to ensure they celebrate having a diverse workforce within a diverse community.
	Catherine Woods 
Danny Reed
	Ongoing

	Short Term
	The Board and Team will carry out a quarterly review of the Diversity and Inclusion Action Plan and the Board will sign off the EDI statement and policy annually.

	Quarterly review of the Diversity and Inclusion Action Plan to be added to the agenda for a Team Meeting and Board Meeting.

	Robin Bedford
Catherine Woods
Gemma Nelson
Claire Tennyson
	Quarterly in March, June, September and December


	
	
	Annual approval and sign off of the EDI statement and policy to be added to the Board agenda.

	Robin Bedford
Catherine Woods
Gemma Nelson
Claire Tennyson
	Annually in December 

	Long Term
	We will mainstream equality, diversity and inclusion through our policies, procedures and operational planning.
	Strong leadership will ensure that EDI is at the forefront of decision making within the team and regular monitoring of the actions recorded in the DIAP will provide a formal process for ensuring EDI issues are considered across the organisation as a whole.  
	Robin Bedford & Team
	Annually in December 

	
	
	The Business Support Officer will meet with the EDI Board champion annually as a minimum to check and challenge our procedures.
	Catherine Woods
	Annually in December






















Appendix 1, Tees Valley Sport Organogram 
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Appendix 2, Teesside University Student and Library Services Department
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Appendix 3, Equality, Diversity and Inclusion Statement and Policy

Equality, Diversity and Inclusion Statement

We believe in a fairer future for all and we know that by working together we can support this aim. We believe that everyone has the right to live without fear or prejudice regardless of race, age, gender, disability, sexual orientation, social class, religion and belief.  Everyone should be able to make a full contribution to society in their own unique way and live in a world which demonstrates respect and values diversity.

Our approach to diversity is about acknowledging people’s differences and recognising these differences as valuable, not problematic.  We recognise that people have different personal needs, values and beliefs and we aim to ‘treat others as they want to be treated’.  We are committed to maintaining and supporting a culture of equality of opportunity for all. Equality, diversity and inclusion is a responsibility for all of us and we are committed to ensuring it is a golden thread that runs through everything we do. To develop and nurture our inclusive culture and contribute to effective decision making, we must continuously ensure we are embracing and involving perspectives from wide ranging backgrounds and experiences.
We want everyone to be able to benefit from sport and physical activity, regardless of their age, gender or postcode.  We will encourage our partner organisations and providers to adopt and demonstrate their commitment to the principles and practices of equality, diversity and inclusion ensuring these values are owned and embedded across the Tees Valley partner network.
We will support our partners to understand and tackle barriers for under-represented groups.  Addressing barriers requires a comprehensive approach that involves creating inclusive policies, providing equal access to resources and opportunities, promoting diversity and representation in sports leadership positions, and actively challenging stereotypes and discrimination. We recognise the importance of prioritising diversity, equality and inclusivity in all aspects of sports to ensure that all participants have equal opportunities to participate and thrive.
Our Board of Directors, Senior Management Team and all team members are fully committed to the principles within this statement.






Equality, Diversity and Inclusion Policy
Introduction

Tees Valley Sport are committed to maintaining and supporting a culture of equality of opportunity for all alongside our host organisation, Teesside University. We are committed to encouraging equality, diversity and inclusion within our workforce, in the partnerships we support and in the delivery of sport and physical activity in the Tees Valley.   We recognise the importance and value of diversity of thought and experience and how such diversity can positively impact on our ability to deliver our vision and mission.  Embracing diversity can drive positive change for both an organisation and the people within it.  
Equality is about providing equal opportunities and protecting people from being discriminated against.  It is backed by law which is designed to address discrimination, harassment and victimisation. 
Diversity involves acknowledging and valuing the individual differences in personal attributes, skills, and contributions of everyone.
Inclusion refers to an individual’s experience within their workplace and in wider society and the extent to which they feel valued and included.  
Policy Objectives
Tees Valley Sport is fully committed to the principles and practices of equality, diversity and inclusion and recognises the importance of these principles underpinning all aspects of our work.  The objectives of this policy are;
· Recruitment – we will ensure that no job applicants are unlawfully discriminated against because of age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief (including lack of belief), sex and sexual orientation (known as the protected characteristics).  

· Training – we will support our workforce to adapt and demonstrate their commitment to the principles and practices of equality, diversity and inclusion through the provision of training to raise awareness and understanding.

· Insight and Advocacy - we will continually develop our understanding of the diverse needs of different communities and partners within Tees Valley and positive action will be used to redress inequalities, discrimination and to maximise participation.

· Policies and procedures – we will ensure that the appropriate governance and policy is in place to promote and embed equality, diversity and inclusion.


Purpose of the Policy
The purpose of this policy is to provide equality and fairness for those in our employment and all those we work with and ensure they are not unlawfully discriminated against.  We value diversity and appreciate that people perform best when they are free to be themselves, and when their differences are respected, valued and celebrated.

Equality and diversity are important because;

· We want our staff to reflect our diverse society and understand and respect differences

· We want to create an inclusive environment where all our staff feel their contribution is valued

· Staff and partners will increasingly judge Tees Valley Sport on its commitment to equality and diversity

Commitment to equality, diversity and inclusion 
Our Board Directors, senior management team and all employees are fully committed to the principles of equality, diversity and inclusion (EDI) and have the responsibility to respect, follow and promote the ethos and intentions of this policy.
In line with our Strategy 2022 – 2027 we want to demonstrate a clear stance against all forms of inequality which includes our support of the Active Partnerships Racial Equality Commitment.  
The Executive Director has overall responsibility for ensuring that the EDI policy is implemented, followed and reviewed when appropriate.  The Board Directors are also responsible for ensuring that the policy is enforced and any breaches are dealt with appropriately.  

A member of the Board is designated as the EDI champion and will ensure that equality, diversity and inclusion are included as an agenda item at Board meetings when appropriate and that the Board takes EDI into consideration when making decisions. 

The statement, policy and associated guidance will be subject to review periodically, at least every two years, to ensure compliance with changes to employment law and equality and diversity legislation and will be taken to the Board for approval.

Organisations that we commission to deliver services will be expected to have their own EDI policies in place as well as having knowledge of issues in relation to EDI.  

The policy will be highlighted in all new staff inductions and will be available on the TVS website.  Copies in other formats will also be available if requested.  


The Equality Act 2010 

All organisations are required by law not to unlawfully discriminate against their staff under the obligations of the Equality Act 2010.  The Equality Act replaces previous anti-discrimination legislation including: 

· the Equal Pay Act 1970; 
· the Sex Discrimination Act 1975; 
· the Race Relations Act 1976; 
· the Disability Discrimination Act 1995; 
· the Equality Act 2006, part 2 
· the Employment Equality (Religion or Belief) Regulations 2003; 
· the Employment Equality (Sexual Orientation) Regulations 2003; 
· the Employment Equality (Age) Regulations 2006; 
· the Equality Act (Sexual Orientation) Regulations 2007). 

The Equality Act aims to harmonise the various discrimination strands which developed under previous legislation and defines direct discrimination as less favourable treatment because of a protected characteristic. 
The protected characteristics under the Act are: 

· Age 
· Disability 
· Gender reassignment 
· Marriage and Civil Partnership 
· Pregnancy and maternity 
· Race 
· Religion or Belief 
· Sex 
· Sexual orientation 

Indirect discrimination against individuals because they have a relevant protected characteristic is also covered, although pregnancy and maternity does not come under the indirect discrimination provisions in the Equality Act 2010. 

The Equality Act includes a Public Sector Equality Duty consisting of a General Duty and Specific Duties. The General Duty has three aims: 

1. To eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited by the Equality Act 2010 

2. To advance equality of opportunity between people from different groups

3. To foster good relations between people from different groups

There are also three specific duties involving;

· publication of information
· equality objectives
· manner of publication 

Discrimination, harassment, bullying and victimisation
We recognise the following as being unacceptable;
Direct discrimination occurs where a person is treated less favourably than another in similar circumstances because of a protected characteristic as defined by the Equality Act 2010.
Indirect discrimination is where an employer implements a policy or practice which applies to everyone, but which puts members of a group sharing a protected characteristic at a particular disadvantage. This is often a less obvious form of discrimination than direct discrimination.
Harassment is ‘unwanted conduct’ (from the perspective of the complainant) which has the purpose or effect of violating the complainant’s dignity, or creating an intimidating, hostile, degrading, humiliating or offensive environment for them.
Victimisation involves penalising someone for exercising their rights under equality legislation, or for making an internal complaint, or for supporting someone else in doing so. For example, this could cover bringing a complaint on behalf of another employee who has brought proceedings for discrimination.
Bullying is coercion or intimidation which serves to undermine the competence, effectiveness, confidence and integrity of another. The abuse of power, position or knowledge by one person to criticise or humiliate another, can cause the individual being bullied to feel vulnerable, humiliated and lacking in confidence.
Victimisation involves penalising someone for exercising their rights under equality legislation, or for making an internal complaint, or for supporting someone else in doing so. For example, this could cover bringing a complaint on behalf of another employee who has brought proceedings for discrimination.

Tees Valley Sport regards discrimination, harassment, bullying and victimisation as serious misconduct.  All complaints will be acted upon and appropriate measures including disciplinary action will be brought against any person who unlawfully discriminates against, harasses, bullies or victimises any other person.
Types of unlawful discrimination are listed in Appendix 1.
Reasonable adjustments
We will ensure that Line Managers are committed to meeting access and other needs in the workplace of all team members with an impairment(s) and/or health condition(s) which impacts them at work.
Teesside University offers a Reasonable Adjustments Passport as a living record of the reasonable adjustments and working arrangements agreed between an employee and their line manager.
The purpose of this agreement is to:
· Ensure that both parties, the individual and the employer, have an accurate record of what has been agreed
· Minimise the need to re-negotiate adjustments every time the employee changes jobs, is re-located or assigned a new manager within the organisation
· Provide employees and their line managers with the basis for discussion about adjustments at future meetings

Complaints procedure 

To safeguard individual rights under this policy, any person who believes they have suffered inequitable treatment within the scope of the policy may raise the matter through the Executive Director who will investigate the complaint with support from the Equality, Diversity and Inclusion Advisor and Deputy Director for Student Wellbeing and Welfare at Teesside University.  The final point of appeal relating to this policy is the Board of Directors.  Appropriate disciplinary action will be taken against any employee who violates the Policy.

	Approval Date
	December 2023
	Approved by
	Executive Director


	Review Date
	December 2026
	Approved by
	






Types of Unlawful Discrimination

Direct discrimination is where a person is treated less favourably than another because of a protected characteristic. An example of direct discrimination would be refusing to employ a candidate because they are pregnant. 
In limited circumstances, employers can directly discriminate against an individual for a reason related to any of the protected characteristics where there is an occupational requirement. The occupational requirement must be crucial to the post and a proportionate means of achieving a legitimate aim. 

Indirect discrimination is where a provision, criterion or practice is applied that is discriminatory in relation to individuals who have a relevant protected characteristic (although it does not explicitly include pregnancy and maternity, which is covered by indirect sex discrimination) such that it would be to the detriment of people who share that protected characteristic compared with people who do not, and it cannot be shown to be a proportionate means of achieving a legitimate aim. 

Harassment is where there is unwanted conduct, related to one of the protected characteristics (other than marriage and civil partnership, and pregnancy and maternity) that has the purpose or effect of violating a person's dignity; or creating an intimidating, hostile, degrading, humiliating or offensive environment. It does not matter whether or not this effect was intended by the person responsible for the conduct. 

Associative discrimination is where an individual is directly discriminated against or harassed for association with another individual who has a protected characteristic (although it does not cover harassment because of marriage and civil partnership, and (according to guidance from the Government and Acas) pregnancy and maternity). 

Perceptive discrimination is where an individual is directly discriminated against or harassed based on a perception that they have a particular protected characteristic when they do not, in fact, have that protected characteristic (other than marriage and civil partnership, and pregnancy and maternity). 

Victimisation occurs where an employee is subjected to a detriment, such as being denied a training opportunity or a promotion because they made or supported a complaint or raised a grievance under the Equality Act 2010, or because they are suspected of doing so. However, an employee is not protected from victimisation if they acted maliciously or made or supported an untrue complaint. There is no longer a need for a complainant to compare their treatment with someone who has not made or supported a complaint under the Equality Act 2010. For example, if a blind employee raises a grievance that the employer is not complying with its duty to make reasonable adjustments, and is then systematically excluded from all meetings, such behaviour could amount to victimisation. 

Failure to make reasonable adjustments is where a physical feature or a provision, criterion or practice puts a disabled person at a substantial disadvantage compared with someone who does not have that protected characteristic and the employer has failed to make reasonable adjustments to enable the disabled person to overcome the disadvantage.
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