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Promoting and delivering EDI in the workplace and in the provision of services to the 
public is an essential aspect of good people management and excellence in service. 
It’s about creating working environments and cultures where every individual can feel 
safe, a sense of belonging and be empowered to achieve their full potential.  

Whilst legal frameworks vary across different countries, in the UK the Equality Act 
2010 provides legal protection for nine protected characteristics: age, disability, 
gender reassignment, marriage and civil partnership, pregnancy and maternity, race, 
religion or belief, sex and sexual orientation. 

However, an effective EDI strategy should go beyond legal compliance and take an 
intersectional approach to EDI, which will add value to an organisation, contribute to 
the wellbeing and equality of outcomes and impact on all employees and service 
users. Things to consider include accent, age, caring responsibilities, colour, culture, 
visible and invisible disability, gender identity and expression, mental health, 
neurodiversity, physical appearance, political opinion, pregnancy and 
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maternity/paternity and family status and socio-economic circumstances, amongst 
other personal characteristics and experiences. 

 

Policy Statement 

MHCS recognises that in our society, groups or individuals may have been 
disadvantaged in the past.  Hence, as an employer and service provider in a diverse 
society, MHCS is committed to taking positive steps to redress any imbalance. 
MHCS will make known its commitment by establishing and developing an equal 
opportunities policy.  MHCS believes that in providing services to a diverse 
community it is essential to eliminate discrimination and promote equality of 
opportunity. 

The purpose of this document is to clarify MHCS’s commitment to preventing 
discrimination and stimulating equal opportunity. 

MHCS, as a service provider in the area, recognises the need for an equal opportunity 
policy.  The policy concerns all matters related to the activities of MHCS affecting 
individuals, groups and the designated protected characteristics. The Equality Act 
(2010) defines the protected characteristics as being; age, disability, sex, gender 
including reassignment, marriage and civil partnership, pregnancy, maternity, race 
(which includes colour, nationality, and ethnic or national origins), sexual orientation, 
religion or belief.  MHCS will actively promote equality of opportunity within the 
following framework and in line with the organisations Statement of Ethics and 
Values. 

 

What is equality, diversity, and inclusion? 

Equality  

First used in the early 15th century is ‘the state of being equal’.  In modern usage in 
the UK, equality is about ensuring equality of access, treatment, outcomes and 
impact in both employment and service delivery. It is rooted in ideas of justice and 
fairness and enshrined in the United Kingdom Equality Act 2010 which highlights that 
every individual must have an equal opportunity to make the most of their lives and 
talents. It is also the belief that no one should have poorer life chances because of 
their background, personal identity or experience.  

The achievement of equality of outcomes requires identifying the barriers and biases 
and taking targeted action (including positive action as permitted under the Equality 
Act (2010) to overcome specific inequalities, discrimination, disadvantages and 
marginalisation experienced by certain groups and individuals including those 
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protected characteristics under the Equality Act (2010). Inequalities can be 
manifested through prejudice, oppression and discrimination – direct and indirect – 
and can be systemic through behaviour, policies, practices and cultures. Equally vital 
is to identify the EDI benefits for the workforce and business/service delivery which 
will ensure that the EDI strategy is positively framed to add value to the organisation.  

Equality of impact assessments through feedback from discriminated against and 
marginalised individuals are therefore essential in determining whether the EDI 
strategy is effective and is achieving the desired outcomes.  

Some users of the term equality have associated it with the idea of ‘sameness – same 
access or treatment’. However, this is a grossly inaccurate interpretation, as 
sameness is akin to ‘colour blind’ approaches – which can be discriminatory. Equality 
is not the same as equity. Equity is concerned with the actions taken to achieve a 
state of equality of outcomes.  

 

Diversity  

Diversity is the differences in colour, ethnicity, abilities, age, gender, beliefs, 
interests, socioeconomic (class), marital or partnership status, sexual orientation, 
geographic, academic/professional backgrounds, opinions, backgrounds, thinking, 
experiences and many other characteristics 

Diversity recognises that everyone is different in a variety of visible and non-visible 
ways, and that those differences are to be recognised, respected, valued, promoted 
and celebrated. They may include, but are not limited to, differences protected by 
equalities law.  

Research shows that diverse workforces are beneficial for decision making, 
innovation and problem solving as people bring a diverse range of backgrounds and 
experiences with them. However, it's important to note that just simple tolerance of 
difference and having a diverse workforce is not enough - people need to feel 
empowered, a sense of belonging, and feel safe to contribute their ideas and 
viewpoints and to achieve their full potential.  

 

Inclusion  

Inclusion is the practice of including people in a way that is fair for all, values 
everyone’s differences, and empowers and enables each person to be themselves 
and achieve their full potential and thrive at work. 

An inclusive workplace culture is one in which everyone feels that they belong 
through feeling safe in being themselves, that their contribution matters, policies and 
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practices are fair and diverse range of people are supported to work together 
effectively. 

To achieve genuine inclusion there must be positive action, including measures under 
the Equality Act 2010 to address past, present and potential discrimination and 
barriers to enable and empower: 

• Equal access 
• Equal opportunities 
• Equal treatment 
• Equal resources 
• Equal outcomes 
• Equal impact 

The moral case for building fairer and more inclusive labour markets and workplaces 
is indisputable: recognising and valuing our identity, background or circumstance, we 
all have a right to the opportunity to develop our skills and talents to our full potential, 
work in a safe, supportive and inclusive environment, be fairly rewarded and 
recognised for our work and have a meaningful voice on matters that affect us. 

It’s also vital for the sustainability of businesses and economies. Everyone stands to 
benefit when we embrace and value the diversity of thoughts, ideas and ways of 
working that people from different backgrounds, experiences and identities bring to 
an organisation. So, organisations must ensure their people management 
approaches do not put any group at a disadvantage. People professionals are seen 
as the guardians and custodians of EDI policy and practice and therefore have a 
critical role to play in role modelling and championing EDI best practice in their 
organisation. 

Standards, such as the BSI and ISO human resource management suite and 
Investors in People (IiP), provide principle-based frameworks and guidelines to help 
organisations recognise the actual and potential value of their people and ensure 
their people policies and working practices are bias free.  

The concept of ‘intersectionality’ is that we all have multiple, overlapping identities 
that impact on our experience, including multiple discrimination and disadvantage. 

Differences include visible and non-visible factors, for instance, personal 
characteristics such as background, culture, personality, workstyle, accent and 
language. It’s important to recognise that a ‘one-size-fits all’ approach to managing 
people does not achieve fairness and equality of opportunity and outcomes for 
everyone. People have different personal needs, values and beliefs. Good people 
management practice needs to be consistently fair but also flexible and inclusive to 
support both individual and business needs. 
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In the UK, age, disability, gender reassignment, marriage and civil partnership, 
pregnancy and maternity, race, religion and belief, sex and sexual orientation are 
‘protected characteristics’ covered by discrimination law to give people protection 
against being treated unfairly. 

Discrimination can: 

• Impact an individual’s wellbeing, performance at work and intention to stay. 
• Adversely affect employment opportunities. 
• Result in failure to recognise skills-based abilities, potential and experience. 
• Result in significant legal costs, compensation and settlements paid to avoid 

defending expensive discrimination claims. 

For example, ‘neurodiversity’ is a growing area of workplace inclusion. It refers to the 
natural range of differences in human brain function. Among employers, it’s used to 
describe alternative thinking styles including dyslexia, autism and ADHD. Most 
adjustments are simple and low-cost but can make a significant difference to an 
individual’s working life.  

Implementation 

In implementing this policy, it is recognised that certain disadvantaged groups may 
encounter particular difficulties.  People from ethnic minorities can often have their 
abilities undermined due to assumptions made by the host society. The policy is 
designed to be effective in terms of: 

• Ethnic minorities: the policy will aim to reduce the effects of racial 
discrimination generally.  Equality of opportunity regardless of race is vital, 
both to give individuals a fair and equal chance of developing their abilities and 
realising their expectations, and for MHCS to make full and effective use of its 
people. 

• Women: social attitudes may deprive women of opportunities to realise their 
abilities and thereby lead many of them to lower their expectations.  The aim 
of the policy is to improve the opportunities available to women.  Men and 
women will be encouraged to apply for all posts and services. 

• Disablement: often disabled people are denied a fair chance because of 
preconceived opinions or judgements about what they are and are not capable 
of doing.  The aim of the policy will be to attempt to overcome these problems 
where practicable and so to enhance the opportunities available to disabled 
people, and this will be implemented in close co-operation with the 
Disablement Resettlement Officer. 
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Recruitment and Selection 

The intention of the recruitment procedure is to ensure the widest response to any 
employment vacancies in MHCS in line with the organisations Statement of Ethos 
and Values.  MHCS wishes to ensure the highest quality and quantity of candidates 
and will take positive steps to advise disadvantaged groups of MHCS vacancies and 
of its equal opportunities policy. MHCS recognises the advantage of recruiting 
individuals with specialist knowledge and experience of local needs.  To make the 
most ideal recruitments, MHCS will advertise its posts with emphasis on 
encouraging people from the broadest community aspects. 

The selection process is of crucial importance in this policy and must, therefore, be 
carried out according to the objective, job related criteria etc.  The effectiveness of 
the policy will be determined primarily by this aspect of the employment procedure.  
MHCS will endeavour to ensure that employees making selection decisions will not 
discriminate, whether consciously or unconsciously, in making those decisions.  
When the Trust Board considers it appropriate, guidance will be taken from 
Employment Law (Race Relations Act 1976/ Amendment Act 2000). 

Appropriate monitoring of ethnicity/religion/language will be undertaken.  It is 
important that individual applicants self-classify, choosing which group is most 
relevant to themselves. 

 

Training 

Training is an important factor leading to opportunities at work.  In the first instance, 
induction is particularly important to give all new volunteers and employees an 
understanding of the organisation. When needs are identified, training opportunities 
will be available.  Staff and volunteers involved in implementing this aspect of the 
policy will be trained, if necessary, in identifying and meeting the special training 
needs of disadvantaged groups or individuals. 

 

Promotion 

It is in the interest of the MHCS to provide equal opportunities for promotion to all 
volunteers and employees and, where possible, individuals with the required skills 
and aptitudes will be promoted.  Management must continually assess the 
promotion potential of all individuals, having regard to special training needs, and all 
promotion decisions must be made in accordance with the objective selection 
criteria. 
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Organisational Arrangements 

This policy applies to all members and clients of MHCS, particularly those in a 
position of responsibility with control over other individuals.  Management must 
ensure the full implementation of this policy by introducing specific initiatives in the 
areas under their control.  In addition, everyone has a duty, both morally and legally, 
not to discriminate against individuals or disadvantaged groups.  MHCS will not 
tolerate discrimination by any of its clients, staff and students. 

 

Monitoring 

The success of any policy depends on the degree of commitment of all volunteers 
and employees but particularly of The Board of Trustees and senior management at 
MHCS.   

  

Grievances 

Any individual who perceives a problem on recruitment, selection, training, 
promotion or the application of conditions of service should raise it in the first 
instance with the Chair of the Board of Trustees. Any grievances, complaints or 
disciplinary matters arising from the equal opportunities policy will be dealt with 
using the existing grievance procedure.  The intention of this policy is to prevent 
discrimination and to actively promote equal opportunity. 

MHCS intends to be an equal opportunity employer and service provider and wishes 
this to be known publicly to the community, to other employers and service providers 
in the area. 

 

NB: To be read in conjunction with the video “Equality, Diversity and Inclusion 2021 
What’s it all about?” 

https://www.youtube.com/watch?v=maw6hmlNh44 

This video explores what it means to foster equality, diversity and inclusion in the 
workplace. Includes references to the nine Protected Characteristics, the Equality 
Act 2010, the Iceberg Model of Culture and Unconscious Bias. This video gives an 
overview of the topics included and encourages people to share and learn more 
about their importance. 

https://www.youtube.com/watch?v=maw6hmlNh44
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