
 
 
 
 

 
 
 

 
 
 
 

Equality, Diversity and Anti-Discriminatory 
Practice Policy and Procedures 

 
 
 
This policy outlines how Manchester Mind recognises its legal duties under the Equality 
Act 2010 as well as our general commitment to anti discriminatory practice and equality 
of opportunity.  This policy underpins all Manchester Mind human resource and service 
delivery policies and practice. 
 
Related policies, legislation and regulations: 
 
Recruitment and Selection Procedure 
Dignity at Work Policy 
Learning and Development Policy 
Staff Code of Conduct 
Service Eligibility Criteria 
Volunteer Policy 
Recruitment of Ex-Offenders Policy 
Maternity Policy & Procedure 
Equality Act 2010 
 
 
 
 
 
 
 
 
 

Last review completed by Personnel Sub-Committee 

Date of last review May 2016 

Next review due May 2019 
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1. Policy statements and scope of policy 
 
1.1 Manchester Mind is committed to challenging discrimination and promoting social 

inclusion and equality of opportunity. This document clarifies our responsibilities and 
what we will do to support this commitment. 

 
1.2 Manchester Mind has a legal duty under the Equality Act 2010 to protect people 

(staff, volunteers and service users)with ‘protected characteristics’, as defined, in 
the Act from direct and indirect discrimination, harassment and victimisation. 

 
This applies to the provision of Manchester Mind services and to employment matters 

with regard to Manchester Mind job and volunteer applicants, Manchester Mind staff 
and volunteers as well as staff employed via agencies and contractors. 

 
1.3 Under the Equality Act 2010 ,no user of Manchester Mind’s services, employee, 

volunteer (including trustees) or job/role applicant should receive less favourable 
treatment  with regard to service provision or employment matters due to them 
having any of  the following  ‘protected characteristics’: 

  
 Age 
 Disability 
 Gender reassignment 
 Marriage and civil partnership status 
 Pregnancy and maternity status 
 Race 
 Religion or belief 
 Sex 
 Sexual orientation 

 
1.4 Notwithstanding our legal obligations under the Equality Act for those with protected 

characteristics, Manchester Mind reconfirms a commitment to equality of opportunity 
and avoidance of discrimination with other groups not covered under the Act. These 
include actual or potential service users who may be, or feel, disenfranchised from 
mainstream society because of, for example, their status as a homeless person, a 
substance misuser, an ex offender or a refugee or asylum seeker. 

 
1.5 Manchester Mind values the diversity of the communities in which we serve. We 

aim to reflect this diversity in our workforce, volunteers and service users. 
 
 
2. Responsibilities 
 
2.1 As an employer and service provider, Manchester Mind accepts the overall 

responsibility to promote equality of opportunity and challenge discrimination 
wherever it occurs within its scope of influence. 

 
2.2 The Board of trustees has overall responsibility for ensuring that this policy is 

implemented, disseminated and reviewed. 
  
2.3 The Service Director and project managers will ensure that this policy is brought to 

the attention of all staff, job applicants, volunteers and service users. 
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2.4 The organisation recognises the importance of training throughout the organisation 
and will provide such training as is necessary to ensure that the policy is effective. 

 
The Service Director and project managers will ensure their staff complete their 
mandatory Equality and Diversity Module and also have the opportunity to develop 
their skills and knowledge in this area through other learning opportunities. 

 
2.5 Every member of staff has a responsibility to participate in the equality and diversity 

training that is provided. 
 
2.6 Reference to the policy will be included in contract documents including those with 

outside agencies. 
 
2.7 The Service Director and project managers will ensure that they regularly collect 

and report demographic data for the purpose of improving our anti discriminatory 
practice in employment and service provision. 

 
2.8 All individual employees, volunteers and service users have a duty as part of their 

involvement with Manchester Mind to do all they can to ensure that the policy works 
in practice. 

 
2.9 Staff are expected to pay due regard to the provisions of this policy and are 

responsible for ensuring compliance with it when undertaking their jobs or 
representing Manchester Mind. 

 
2.10 Those responsible for recruiting staff and volunteers must ensure that they are 

aware of and adhere to Manchester Mind’s Equality and Diversity and Recruitment 
policies and procedures. 

 
 
3. Promoting anti-discriminatory practice 
 
3.1. Manchester Mind is committed to ensuring that anti-discriminatory practice is 

promoted and embedded throughout the organisation. We will do this by: 
 

 Utilising training and supervision to develop our workforce to extend their 
awareness of social and cultural settings beyond their immediate experience in 
order to become more sensitive to the diversity of the local community. 

 
 Empowering employees to recognise and challenge discriminatory or oppressive 

language and behaviour. 
  
 Taking reasonable steps to ensure that work settings are welcoming, non-

threatening and stimulating places to be, valuing differences in identities, cultures, 
religions, beliefs, abilities and social practices. 

 
 Always considering the impact of any images or text used in promotional 

material, advertisements or information leaflets to ensure they promote rather 
than impede equality of opportunity. 
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4. Implementation of policy with regard to service users and access to services 
 
4.1. We aim to ensure that no applicant for our services receives less favourable 

treatment because of a protected characteristic. We aim to achieve this by ensuring: 
 

 There are written eligibility criteria for all services operated by Manchester Mind. 
 
 Assessment procedures are designed so that individuals are offered a service on 

the basis of their relevant needs and circumstances. 
 
 Any service user who feels that they have been denied equality of opportunity 

whilst in receipt of a service offered by Manchester Mind is encouraged to use 
the complaints procedure so that their concerns can be investigated and 
responded to. 

 
 Staff make service users aware of their rights and obligations with regard to 

equal opportunities. This may mean that staff are required to act as advocates on 
service users’ behalf, but it can also mean that staff are required to point out 
unacceptable behaviour on the part of service users. 

 
 Any support contracts and care plans outline boundaries of any unacceptable 

behaviour for example threatening behaviour or racist or homophobic abuse. 
 

4.2 Staff will be allocated to work with service users on the basis of their skills, 
experience and ability. 

 
Manchester Mind will consider requests made by service users asking to have 
members of staff belonging to, or identifying with a protected characteristics work 
(or not work) with them and where possible Manchester Mind will discuss these 
requests with the service user directly. 

 
In the absence of a valid reason for the request, which must be within the 
exemptions permitted by anti-discrimination legislation, the organisation will 
endeavour to persuade the service users to modify their request if it has been made 
on discriminatory grounds. Should the service user refuse to modify their request 
the organisation will consider ceasing to act on behalf of that service user. 

 
4.3 Any refusal to act on behalf of a service user will not be based upon them 

belonging to, or identifying with, any of the protected characteristics. The 
organisation will take steps to meet the different needs of particular service users 
arising from its obligations under equality legislation in service provision. 

 
In addition, where necessary and where it is permitted by the relevant legislation 
(for example, provisions relating to positive action or exemptions) the organisation 
will seek to provide services which meet the specific needs and requests arising 
from the service user’s background or status or other relevant factors. 

 
4.4 Manchester Mind recognises that some service users may, because of their past or 

present distress or illness say or do things which would otherwise be unacceptable 
and incompatible with this policy. We will do all we can to challenge such behaviour. 
In cases where intervention is possible, an approach will be adopted which aims to 
alter attitudes and behaviour while maintaining support for the service user. 
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5. Implementation of policy with regard to employment matters 
 
Manchester Mind aims to ensure that no volunteer, employee or job applicant receives 
less favourable treatment because of a protected characteristic. This will include 
arrangements for recruitment and selection, terms and conditions of employment, access 
to training opportunities, access to promotion and transfers, grievance, disciplinary and 
capability processes, redundancy selection, dress code, references, work allocation and 
any other employment related activity. 
 
5.1 We aim to achieve this by ensuring: 
 

 Appropriate training is available to those involved in selection and recruitment to 
ensure that they do not discriminate when they make decisions. 

 
 Selection criteria and procedures are reviewed to ensure that individuals are 

selected, promoted and treated entirely on the basis of their ability in relation to 
their specific role. 

 
 Manchester Mind can in some circumstances take positive action in the 

recruitment of employees or job applicants who share a particular protected 
characteristic and suffer a disadvantage connected to that characteristic, or if 
their participation in an activity is disproportionately low. 

 
In practice we may take a protected characteristic into consideration when 
deciding who to recruit or promote. This will only be done in cases where we 
can demonstrate that people with that particular characteristic face particular 
difficulties in the workplace or are disproportionately under-represented in our 
workforce  In addition it will only occur where candidates are “as qualified as” 
each other for a particular vacancy. In these circumstances, we may choose to 
use the fact that a candidate has a protected characteristic as a ‘tie-breaker’ 
when determining which person to appoint. 

 
 That once in post, all employees have equality of opportunity including fair access 

to training and advancement opportunities. 
 
 Terms and conditions of service for employees comply with equality legislation. 

Conditions such as working hours, maternity, adoption, and other leave 
arrangements, performance appraisal systems, dress code, and any other 
conditions of employment will not discriminate against an employee on the 
grounds of belonging to or identifying with protected characteristics. 

 
If appropriate and necessary, the organisation will take reasonable steps to 
provide appropriate facilities and conditions of service which take into account the 
specific needs of employees which arise from their protected characteristic. On 
occasion this may involve facilitating the provision of special equipment or training 
in order to enable an employee to function and progress within the organisation. 

 
5.2 Manchester Mind wishes to see its workforce broadly reflecting the community in 

which we work and will take positive steps to try to redress any imbalances in the 
workforce. 
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6. Suppliers and contractors 
 
6.1 Any lists of suppliers, contractors and other third parties who, or which, are 

regarded as suitable to be contracted by Manchester Mind will be  compiled  after 
assurance that they have the ability to undertake work of a particular type , have 
the relevant policies and practices in place which contain no discriminatory 
exclusion or preference.  

 
6.2 When dealing, with suppliers, contractors and recruitment agencies, the 

organisation will seek to promote the principles of equality and diversity. The 
organisation will reflect its commitment to equality and diversity in its marketing and 
communication activities. 

 
 
7. Complaints of discrimination 
 
Manchester Mind will treat seriously, and where appropriate take action concerning 
complaints of discrimination, victimisation or harassment related to belonging to, or 
identification with, any of the protected characteristics made by staff, service users, 
volunteers or third parties.  
 
All complaints will be investigated in accordance with the organisation’s grievance, 
complaints or other policies and procedures and the complainant informed of the 
outcome. 
 
Acts of discrimination, victimisation or harassment related to any of the protected 
characteristics by staff or will not be tolerated. Failure to comply with this policy and or 
evidence indicative of an act of discrimination, victimisation or harassment related to any 
of the protected characteristics by those acting on behalf of the organisation will lead to 
appropriate action, as determined by the relevant policy and may result in disciplinary 
action, termination of volunteer placements or withdrawal of services. 
 
 
8. Data monitoring, reporting and planning  
 
The organisation will take responsibility for collecting and reporting data every quarter to 
use solely for monitoring the impact of this policy on human resource and service 
delivery practice.  
 
Data will be treated confidentially and stored and retained in line with our Data Protection 
policy. 
 
8.1 Manchester Mind will report data on the age, ethnicity, gender and disability 
composition: 
 

a) of the whole workforce and volunteers; 
 
b) of all applicants, short-listed applicants and successful applicants for jobs and 

volunteer roles; 
 
c) of all applicants for promotion and training opportunities and details of whether or 

not they were successful; 
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d) of the number and outcome of complaints of discrimination made by staff and 
other third parties; 

 
e) of any incidences of disciplinary action (if any) taken against employees. 

 
8.2 With regard to service provision, the organisation will collect and report data on the 

age, gender, disability and ethnic composition:  
 
a) of people referred and accepted to the different services 
 
b) of service users who have made a complaint about the service 
 

8.3 Where applicable, data will also be collated about service users who identify as 
belonging to one or more of socially excluded groups as outlined in Paragraph 1.3 

 
8.4 In addition to the above data  about staff, volunteers and service users (9.1 a, b, c, d 

and e and 9.2 a and b) where it is possible to do so, and where doing so will not 
cause discomfort to those whom it is intended to protect, other protected 
characteristics such as the gender reassignment, sexual orientation, marital or civil 
partnership status, pregnancy or maternity status, religion or belief of staff and 
trustees will be monitored so as to ensure that they are not being discriminated 
against.  

 
The organisation should, however, be aware that some people may not choose to 
disclose some of these characteristics and that care should be taken to avoid 
inadvertent discrimination in such cases. 

 
8.5 The Service Director will draft an annual Equality and Diversity report for Personnel 

Sub Committee (PSC) based on data produced in the previous two financial years.  
After scrutiny within PSC, the report will be tabled at Board. The report will typically 
contain the following: 
 
a) Data as described in 9.1 to 9.4 for the previous two financial years. 
 
b) An analysis of data identifying issues or barriers to equality. 
 
c) A report of any progress in achieving equality objectives agreed the previous 

year. 
 
d) Identification of any issues arising from the most current data. 
 
e) Proposals for Board to consider to improve equality and diversity practice within 

the organisation. 
 
f) An action plan of agreed objectives for the coming financial year. 

 
8.6 Any progress on the action plan will be reviewed within PSC half way through the 

financial year and any identified issues reported to Board. 
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Appendix A 
 
 
Forms of discrimination 
 
The following are the kinds of discrimination which are referred to within the Equality 
Legislation and the organisation’s policies: 
 
(a) Direct discrimination, where a person is treated less favourably on the grounds of a 

protected characteristic.  
 
(b) Indirect discrimination, where an apparently neutral practice would put a 

substantially higher proportion of the members with a particular protected 
characteristic at a disadvantage compared with other persons unless that provision 
is objectively justified by a legitimate aim and the means of achieving that aim are 
appropriate and necessary. 

 
(c)  Victimisation, where someone is treated less favourably than others because he or 

she has taken action against the organisation under the relevant legislation. 
 
(d) Harassment, when unwanted conduct related to any of the grounds referred to 

above takes place with the purpose or effect of violating the dignity of a person and 
of creating an intimidating, hostile, degrading, humiliating or offensive environment. 
Harassment may involve physical acts or verbal and non-verbal communications, 
acts and gestures, which may also be interpreted or perceived. 

 
 
Sources of further information 
 
https://www.gov.uk/discrimination-your-rights/types-of-discrimination 
 
https://www.gov.uk/definition-of-disability-under-equality-act-2010 
 


