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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.
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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.
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Appendix 1

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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