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1. Introduction  

This policy has been created to help ensure that equality and diversity is promoted, 

celebrated, sustained and managed through all of DPIA’s work and amongst its 

directors, employees, volunteers, partners and service users. DPIA is committed to 

encouraging equality, diversity and inclusion among its workforce and eliminating 

unlawful discrimination so that everyone feels respected and able to give their best.  

 

2. Definitions 

What is diversity?  

At DPIA diversity means the differences in colour, ethnicity, abilities, age, sex, gender, 

beliefs, interests, socioeconomic (class), marital or partnership status, sexual 

orientation, geographical location, 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.  

What is inclusion?  

At DPIA inclusion means ‘the policy and/or practice of making sure that everyone has 

access to resources and opportunities’. 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. 

Inclusion at DPIA is about valuing and celebrating differences and encouraging a 

workplace and culture where we can all thrive. This means individuals are supported 

and respected. Where everyone feels engaged, have a voice and where we are all 

able to develop skills and talents in line with DPIA’s values.  

What is equality?  

At DPIA equality means ‘providing equal opportunity through a fair and consistent 

approach to the application of rules, policies and procedures’. Equality at DPIA means 

that everyone has the same status, rights, opportunities and responsibilities. 

3. Purpose of Policy  

 

The purpose of this policy is to: 

a) Provide equality, fairness and respect for all at DPIA. Including full and part-time 

staff, sessional workers, volunteers, directors, other members and services users. 



 

 

b) Not unlawfully discriminate because of the Equality Act 2010 and the nine protected 

characteristics of: 

 age 

 disability 

 gender reassignment 

 marriage and civil partnership 

 pregnancy and maternity 

 race (including colour, nationality, and ethnic or national origin) 

 religion or belief 

 sex 

 sexual orientation 

c) Oppose and avoid all forms of unlawful discrimination, including: 

 pay and benefits 

 terms and conditions of employment 

 dealing with grievances and discipline 

 dismissal 

 redundancy 

 leave for parents 

 requests for flexible working 

 selection for employment, promotion, training or other developmental 

opportunities  

 
4. DPIA’s Values  

 
4.1 DPIA values diversity and recognises that the organisation is greatly enhanced by 
the range of backgrounds, experiences, views, beliefs and cultures represented within 
its workforce all other individuals or groups that it works with.   
  
4.2 DPIA is a refugee organisation, and as such it has a special commitment to equality 
of opportunity, as refugees and asylum seekers have often suffered discrimination in 
their own countries of origin.  
 
4.3 DPIA also extends this policy to include any other individuals with whom the 
organisation has contact.  
 
4.4 DPIA is committed, wherever practicable, to achieving and maintaining a workforce 
which broadly reflects the diversity of the community in which it operates.  
 
4.5 DPIA is committed to ensuring that all employees work in an atmosphere of dignity 
and respect and will not tolerate processes, attitudes and behaviour that amount to 
discrimination in any form. 
 



 

 

4.6 All DPIA employees, volunteers and trustees have personal responsibility for the 
practical application of this policy, 
 
4.7 Any breach of equal opportunity rules or failure to comply with the policy will be 
taken very seriously and is likely to result in disciplinary action against the offender, 
up to and including immediate dismissal.  

 

6. DPIA’s Commitments 

 

6.1 Encouraging equality, diversity and inclusion in the workplace as good practice.  

6.2 Creating a working environment free of bullying, harassment, victimisation and 

unlawful discrimination, promoting dignity and respect for all, and where individual 

differences and the contributions of all staff and others are recognised and valued. 

This commitment includes training management and all staff about their rights and 

responsibilities under the equality, diversity and inclusion policy. Responsibilities 

include staff conducting themselves to help DPIA provide equal opportunities, prevent 

bullying, harassment, victimisation and unlawful discrimination. All staff should 

understand that they, as well as their employer, can be held liable for acts of bullying, 

harassment, victimisation and unlawful discrimination, in the course of their 

employment, against fellow employees and other individuals associated with DPIA. 

6.3 Taking seriously any complaints of bullying, harassment, victimisation and/or 

unlawful discrimination. Such acts will be dealt with as misconduct under DPIA’s 

grievance and/or disciplinary procedures and appropriate action will be taken. 

Particularly serious complaints could amount to gross misconduct and lead to 

dismissal without notice. Sexual harassment may amount to both an employment 

rights matter and a criminal matter, such as in sexual assault allegations. In addition, 

harassment under the Protection from Harassment Act 1997, which is not limited to 

circumstances where harassment relates to a protected characteristic, is a criminal 

offence.  

If you have/or do personally witness and/or experience discrimination, harassments 

and victimisation you can report this to your line manager and record all incidents. 

6.4 Making opportunities for training, development and progress available to all staff, 

who will be helped and encouraged to develop their full potential, so their talents and 

resources can be fully utilised to maximise the efficiency of the organisation. 

6.5 Making decisions concerning staff being based on merit (apart from in any 

necessary and limited exemptions and exceptions allowed under the Equality Act). 

6.6 Reviewing and updating employment practices and procedures when necessary 

to ensure fairness and to take account of any changes in the law. 



 

 

6.7 Monitoring the make-up of the workforce regarding protected characteristics in 

order to encourage equality, diversity and inclusion, and in meeting the aims and 

commitments set out in the equality, diversity and inclusion policy. Monitoring will also 

include assessing how the equality, diversity and inclusion policy, and any supporting 

action plan, are working in practice, reviewing them annually, and considering and 

taking action to address any issues. 

6.8 Ensuring fairness and equal opportunities for all services users in terms of their 

accessibility and participation in DPIA’s services and projects. This may include 

monitoring information held by DPIA about service users, including their protected 

characteristics when necessary, to encourage diversity and inclusion. This is to help 

DPIA meet the aims and commitments set out in this policy.  

All personal data and information collected about service users will be done so in full 

compliance with DPIA’s GDPR Policy and DPIA’s Data Protection Policy. 

 

7. Agreement to follow this policy 

The equality, diversity and inclusion policy is fully supported by senior management 

and the board of directors. 

DPIA’s equality officer and employee representative is Patras Sharif. This role requires 

relevant training and is supported by senior management.  

This policy applies to all of DPIA’s workforce, including directors and volunteers. This 

policy extends to all services users and any other third party that DPIA is connected 

to. 

Reading and adhering to this policy will be a requirement during DPIA’s induction 

process for all new members of staff, volunteers and directors starting work with DPIA. 

8. DPIA’s disciplinary and grievance procedures 

 

Details of DPIA’s grievance and disciplinary policies and procedures can be found on 

DPIA’s One Drive shared file and on DPIA’s SharePoint. Hard copies of all 

organisational policies are available in the ‘policies folder’ in DPIA’s Cardiff office.  

Policies, including this policy, are routinely emailed out to all staff, sessional workers, 

volunteers and directors as/when there have been a review and subsequent updates 

have been made. 

DPIA’s disciplinary and grievance procedures include guidance about who an 

employee should raise a grievance with, this is usually their line manager. 

DPIA’s workforce can also use DPIA’s ‘Incident Report Form’ (found in DPIA’s Lone 

Working Policy, along with hard copies in the office and electronic versions online) to 



 

 

record any instances of aggression and/or violence encountered in any part of their 

work at DPIA. 

9. Recruitment 

DPIA aims to provide equality of opportunity, fairness and respect for all in our 

employment. DPIA strives to develop and implement recruitment and selection 

processes that are open and fair and that enable the selection of the best talent. 

Roles and opportunities are advertised as widely as possible to encourage a diverse 

range of applicants. Applications and CVs are marked and assessed anonymously i.e. 

names and ages are removed.  

DPIA will strive to have a diverse a mix of people on recruitment panels and will be 

mixed in terms of levels of seniority, gender and background. Wherever possible, 

interviews will be arranged flexibly, with sensitivities around reasonable adjustments 

for people with disabilities, and those with family commitments as well as cultural 

norms.  

10. Accessibility  

DPIA is committed to making our projects, services and work environments accessible 

to everyone by removing barriers and facilitating inclusion wherever possible.  

DPIA aims to deliver projects and services in a way that, as far as reasonably 

practicable, provides disabled people with equivalent access and experience to that 

enjoyed by non-disabled people. 

Where possible DPIA will ensure that buildings and external event and activity spaces 

provide an accessible environment to both staff and service users with cognitive, 

physical or sensory disabilities. 

DPIA, where possible and within remit of available resources, will translate vital 

information and provide multi-lingual support to those whose first language is not 

English.  

DPIA’s work and opportunities will be advertised as widely as possible to help ensure 

as many refugees and asylum seekers as possible can gain information and access 

to our services.   

11. Monitoring  

DPIA aims to build a diverse workforce. DPIA aims to monitor the protected 

characteristics represented amongst its workforce. This information is monitored 

through DPIA’s anonymous and voluntary ‘Equality and Diversity Monitoring Form’. 

The data collected is used to build an accurate picture of DPIA’s workforce in 

encouraging equality and diversity. DPIA regularly reviews all policies, procedures and 

practices to ensure they comply with any legislative changes and good practice. 


