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Equality, Diversity and Inclusion.

Getting it right at Barnardo’s.
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Introduction

Welcome to our equality, diversity and inclusion text alternative to our eLearning module.

We are going to explore:

•
the importance of equality, diversity and inclusion

•
unconscious bias and its impact

•
our commitment to you and your responsibilities

In addition to this module there is a separate quiz to check your learning.

Our Basis and Values

Equality, diversity and inclusion is who we are and everything we do. Without it, we do not achieve our purpose as a charity, which is to transform the lives of the UK's most vulnerable children.

This is supported by our Basis and Values: 

Respecting the unique worth of every person – We believe that every person is different but equal, and that everyone’s unique talent should be recognised and encouraged.

Encouraging people to fulfil their potential – We all need encouragement at some time in life. Barnardo’s aims to create opportunities for people to make the most of their abilities.

Working with hope – Our hope for a better future for all children is the source of much of our inspiration.

Exercising responsible stewardship - The commitment of our staff and volunteers to making the best use of all our resources enables us to help children, young people and their families across the UK.

Our aim is to create an environment where diversity is valued and embraced and that is free from discrimination, victimisation and harassment for service users, staff and volunteers.

Key terms

Sometimes the concepts of Equality, Diversity and Inclusion are used interchangeably but there are differences between each concept that we will explain.

What is Equality?

Equality is about creating a fairer society where everyone can be free from discrimination, participate and have the same opportunity to fulfil their potential.   

The UK has laws to support equality for specific groups.  Great Britain has the Equality Act 2010 and there is similar legislation in Northern Ireland.

The aims of the legislation are to:

· Eliminate unfair discrimination e.g look for evidence of discrimination and then set about tackling it.

· Foster good relations between different groups of people e.g. bring people together to overcome real or imagined differences.

· Advance equality of opportunity e.g. tackle barriers that may disadvantage specific groups.

· Eliminate harassment and discrimination e.g. spell out what it is and introduce consequences for those undertaking these actions.

What is Diversity?

Diversity recognises and values the differences between people or communities.  These can be visible and non-visible differences.  Our differences may mean we have different needs, wants and ways of doing things.    

Diversity acknowledges that entry into the workplace, and an individual realising their potential once there, can be influenced by a range of factors beyond the characteristics included within equality legislation.  This can include:

•
social and economic background 

•
education 

•
position in the organisation.

What is Inclusion?

Inclusion means considering the diversity of individuals and groups to understand their needs and respond in ways that make them feel included and valued.  For us that means making sure our services, shops and workplaces adapt to the diverse needs of everyone.  To do this well it is important to involve individuals and groups in discussions and decisions.    

To be truly inclusive it is important to consider the needs of the people we are working with now, but also the people we may work with in the future or who may be excluded if we don’t adapt our ways of doing things now.

“We are less when we don’t include everyone”

Quote from Stuart Milk, Human Rights Activist

What is fair?

Imagine three children of different heights trying to look over a fence.  To be able to see over the fence the first child needs to stand on two boxes; the second child needs to stand on one; and the third child is tall enough to see over the fence by herself. 
This demonstrates that each child needs something different based on their specific needs.  This is a good example of why we want to be inclusive - it is fair not equal - as sometimes equal is not enough.  

Equality, Diversity and Inclusion

We have learnt that equality diversity and inclusion mean different things:

· Equality is about providing the same opportunities

· Diversity is about acknowledging and valuing people’s differences

· Inclusion is about changing the way you do things to meet different people’s need

Working toward just one is not enough. We need to work toward all three to achieve justice for all.

Diversity Identities

The laws in the UK give protection to specific diversity identities that have experienced discrimination or disadvantage.  These are called "protected characteristics".  They include:
1. Race: covers people who share a colour, nationality, or ethnic or national origin.

2. Disability: includes disabilities, impairments, or mental or physical health conditions. Remember not all of these will be visible.

3. Religion and Belief: includes people of any religion or philosophical belief, and those that choose not to have a religious or belief system. It excludes philosophies that are not compatible with human dignity e.g. a belief in racial superiority.

4. Age: All age groups are covered, whether younger, older or anywhere in between.

5. Gender: refers to females or males.

6. Sexual Orientation: covers people attracted towards the same sex (gay men or lesbians), the opposite sex (straight/heterosexual), or both (bisexual).

7. Gender reassignment: people who are proposing to undergo, are undergoing, or have undergone a process or part process to reassign their sex.  Does not have to include surgery.

8. Pregnancy and maternity: From the start of a woman's pregnancy until the end of her maternity leave.

9. Marriage and civil partnership: This covers people who are married or in a civil partnership.

10. Community background is an additional factor in Northern Ireland. It covers the two main communities which are Protestant and Roman Catholic, regardless of whether individuals practise a religion.

What Types Of Discrimination Are There?

Direct discrimination

Treating a person or group less favourably because of their protected characteristic.

Example: A service runs a parent and toddler group.  All the parents currently attending are mothers.  When a father arrives at the service he is turned away because he is a man.

Discrimination by perception

Treating a person less favourably because it is mistakenly thought that they have a protected characteristic and they do not.

Example: A young person is subject to hostility and name calling when visiting a shop because they believe he is gay.  He is not gay, but has still been discriminated against.

Discrimination by association

Treating a person less favourably because of their association with another person who has a protected characteristic.

Example: Excluding a child from accessing a service because their parent is transgender.  The child does not have the protected characteristic of transgender, but they are being excluded because of their association with their parents.

Indirect discrimination
When there is a practice, policy or rule which applies to everyone in the same way, but it has a worse effect on some people than others.

Example: A service offers skills training to young people.  One scheduled session coincides with the Muslim festival of Eid.  Five Muslim young people attending the service are unable to attend this session.

Harassment
Creating an intimidating, hostile, degrading, humiliating or offensive environment for a person and treating them disrespectfully because of their identity.

Example: A male young carer who attends a service has identified as trans.  They inform the project worker that they wish to start attending dressed as a woman. The project worker makes demeaning comments to the young person and makes fun of their request.

Victimisation
When a person is subject to a detriment because they have made an allegation of discrimination or are considering doing so.

Example: A family make a complaint that the staff at the service they attend are racist.  Following the resolution of the complaint, the service deliberately stops emailing them details of activities. They consequently miss out on support they may have benefitted from as a family.

Discrimination arising from a disability
Occurs because of something arising in consequence of the disabled person’s disability, not the disability itself.

Example: A service running an afterschool club has a ‘no dogs’ policy for parents collecting their children.  This prevents a parent who uses a guide dog from entering the building.  She is not being prevented because of her disability but because she uses a guide dog as a consequence of her disability.

Failure to make a reasonable adjustment
Where reasonable changes aren’t made to deal with disadvantages or barriers faced by disabled people.

Example: A deaf young person asks for a British Sign Language interpreter to be available so she can participate.  When she arrives no signer has been made available.

Unconscious Bias

“Inclusion is not about treating people the same, but about embracing, celebrating and learning from the differences between us and responding to these in a way that ensures our society benefits from our combined abilities. 

It is important to recognise that we all have biases but not to let them, or our fear of causing offence, get in the way of relationships at work. If we do, we miss the opportunity to enrich our lives and bring success to our businesses through understanding diversity.”

Caroline Waters OBE, Director, People and Policy, BT

Unconscious Bias continued
When someone close to you is pregnant, you might notice many more other pregnant women, all of a sudden? 

Or if you were thinking of buying a new car, how often did you suddenly start to see that car in adverts and on the street?  

Without consciously thinking about it, we notice things we’re interested in.  

And without consciously thinking about it, we categorise people based on a whole range of factors.     And we tend to prefer people who are like us

We often think that discrimination is a conscious thought process or action.  In fact there are a range of factors, some immediately obvious, others less visible, that influence how we engage with and respond to other people, inform how we categorise them or sort them into groups or types.

This is called unconscious bias - which leads us to stereotype and make assumptions and could lead to discrimination.
We have little control over this process and if we're honest we'll realise that we make decisions quickly about people based on our own perspective of the world.  This is shaped by our environment, family, friends, work colleagues and the media.  This also means that we can fall into the trap of making unfair, inaccurate and inappropriate judgements about others.

Reflection

Consider when you meet new people.  What do you observe about them?  

What assumptions do you make about them and their lives?
Do you ever act on these assumptions?

Would you stop and rethink your assumptions

It’s been suggested that we judge people within seconds of meeting them.   

We’ve seen that without even thinking about it, we categorise people based on a whole range of factors.   

And we tend to prefer people who are like us in some way.  

Unconscious bias can lead us to treat some people better than others.   

But if we realise this tendency, we can try and make sure any biases we have don’t lead to us discriminating against others. 

This is very important in a work situation or when providing a service. For example:

●
Consider the impact on the new team member whose colleagues have unconsciously judged them to be ‘not like them’.

●
Consider the impact on a young person struggling with their gender identity when a youth group leader asks all the participants to line up as ‘boys’ or ‘girls’ at the start of the evening’s group activities. 

Our Whole Self

We are all different, made up by our identities, views, experiences and preferences.  It is really important that we all bring our whole self to work and are allowed the freedom to do this. 

Reflection

Imagine you meet a woman called Araam, would you know of all the things that contribute to her whole self?  For example:

She is dual heritage.

She is Muslim.

Her friend who lives next door is a lesbian.

Her son is autistic.

She volunteers at a community women’s group.

She has depression.

Her husband died three years ago.

She is a single parent.

So in fact there are lots of different characteristics and experiences that make Araam the person she is.  

Now imagine you meet a man called Simon, would you know of all the things that contribute to his whole self?  For example:

He has a £20k debt on credit cards.

He was adopted by a white couple when he was four.

He has dyslexia.

He has just come out of a five year relationship and is now single.

He was brought up Christian but hasn’t been to church in years. 

He is now caring for his parents in their home.

He was originally from East Asia.

He is bisexual and has had partners of both sexes.

Again there are lots of different characteristics and experiences that make Simon the person he is.  

The Impact

When protected characteristics are not respected discrimination can occur and this has a real and negative impact on individuals and Barnardo’s.

Below we explore a number of stories where discrimination or exclusion has occurred:
Scenario 1: Part of Betsy’s identity – black woman

Paula (white female) a Children’s Service Manager asks Sheila (white female), to take on some additional work.  

A while later a promotional opportunity comes up.  Sheila and her colleague Betsy (black female) apply.  Sheila gets the job.  Betsy feels Sheila had an advantage as she learnt new skills when she took on the additional work. Betsy did not get this opportunity and wonders why.

Unconscious bias can lead you to favour people like you when allocating work – which in turn disadvantages people not like you.

Scenario 2:  Part of Suzi’s identity – married woman

Tom, the Children's Service Manager needs one of his Project Workers to take on some overtime.  He knows Suzi has recently got married.  He does not think she needs the money or will be able to give the extra time now she is a married woman.  So he offers the overtime to Mona who is single.  

Unconscious bias can lead you to act on incorrect assumptions you have made about people.

Scenario 3:  Part of Tazia’s identity - Muslim

Tazia enjoys her work in a leaving care service.  

She dreads coming into work every time there is a news story about Jihadi brides; Muslim fundamentalists; terrorist attacks and suicide bombers.  Her colleagues keep asking her views on these matters and she feels she has to defend or explain her faith. 

Unconscious bias may lead us to assume all people who share an identity are exactly the same or can speak on behalf of everyone else who has one thing in common with them.

Scenario 4: Part of Faroza’s identity – young worker

Sharmin, a Project Worker in her mid-forties, has worked in the team for eight years and knows the service well.  

Faroza who is in her mid-twenties joined the team six months ago as a Project Worker.  Sharmin likes to ‘advise’ Faroza on how to approach her work and if Faroza strays from the usual way of doing things Sharmin likes to put her back on track.

Faroza feels undervalued.  Every good idea she comes up with goes nowhere.  It’s not as if this is her first job – she has seen these ideas work before in similar settings.

Unconscious bias can lead you to devalue people who are not like you.  Sharmin does not value Faroza because of her youth. Yet Faroza has both the experience and competence to do the job.

Scenario 5:  Part of Roy’s identity – gay man

Roy has just joined Patti’s team.  Patti thinks Roy is gay. She doesn’t know any gay people and feels a bit uncomfortable as she is not sure what to expect.  

Patti decides to keep a low profile and avoid starting a conversation.  She manages to avoid being at the photocopier or in the kitchen at the same time as Roy.

Roy thinks Patti is very distant and unwelcoming.  It’s not the positive start he expected in his new job.

Unconscious bias can lead you to be wary of people who you think are different to you.  Patti’s reluctance to manage this bias is having a negative impact on Roy.

Scenario 6:  Part of Tyrone’s identity - male 

Tyrone has just been recruited as a new Sales Assistant.  

His manager was really pleased to finally get a man into the team. Tyrone loves the job but he finds it hard to fit in.  

All his colleagues are female and the day to day chat in the shop seems to be constantly about female related topics…….

Being inclusive means changing the way you do things to meet different needs.  What may have been okay in an all-female team is no longer okay once the team becomes mixed, especially as Tyrone being the only male may feel more isolated.

Scenario 7:  Part of Pete’s identity - transgender

Pete enjoys working in the shop.  The team are close knit and all come from the local area.  When new staff join they are usually asked where they grew up and what school they went to etc.  Pete is a female to male trans man.  He went to the all-girls school in the town.  He is often evasive when questioned about his earlier life.  One team member continues to ask him to divulge details of his background – she can’t understand why he won’t share this information when the rest of the team have.  Pete now feels anxious when this colleague is on shift with him – he tries his best to avoid her.

Being inclusive means changing the way you do things for different individuals.  The team member should have managed her usual inquisitiveness when it was clear Pete was not comfortable.

Scenario 8:  Part of Sue’s identity – pregnant woman

Sue is pregnant and getting terrible morning sickness first thing. Her boss is very understanding and lets her come in a bit later so she has a better chance of getting a seat on the train. She stays on a bit later in the evenings and is very grateful for the flexibility.

However, this means she isn’t able to get to the 9am weekly team meeting and misses out on lots of useful information.  She’s mentioned it, but gets the impression it would be too difficult to change the room bookings. 

Being inclusive means changing the way you do things to meet different needs.  It’s great that Sue has been able to change her work pattern, but to be inclusive her team also need to change how they do things.

Scenario 9:  Part of Robert’s identity – mental ill health

Robert is currently off work, he is experiencing some mental health problems.  His colleagues feel awkward so no one has made contact with him.  He feels very isolated and is very anxious about the reception he will get when he returns to work.  

Unconscious bias can lead you to be wary of people you think are different to you.  This can lead to exclusion and isolation.

Scenario 10: Part of Patricia’s identity – Protestant community background

Patricia manages a Barnardo’s store in Northern Ireland.  She is proud of the fact that she always manages to fill vacancies and get a regular supply of volunteers.  

She just ‘puts the word out’ among her regular network – and job done – the vacancy is filled.

All the staff and volunteers in the store share the same community background – Protestant.  What’s the problem?

Being inclusive means changing the way you do things to meet different needs.  If Patricia's regular network is all from one community then she automatically excludes the Roman Catholic community by not using a different approach.

The Impact

Have a look at this video produced to raise awareness of equality, diversity and inclusion.

Our Commitment To You

We are working to deliver our vision through our equality, diversity and inclusion strategy. Barnardo’s vision is to create an environment where diversity is valued and embraced and that is free from discrimination, victimisation and harassment for service users, staff and volunteers.

We aim to provide a workplace where you will feel able to bring your whole self to work.

We have made our leaders and managers accountable for valuing difference; treating all team members with equal respect, promoting ways of working that actively develop and facilitate diversity in teams; to work well with people and treat them fairly and consistently – through our Leadership and Management Behaviours.

Here are some of the things we have in place to support our commitment:

Harassment Policy
Equality, diversity and inclusion good practice guides
Mandatory equality, diversity and inclusion training
A Corporate Equality Board with management and staff representatives
Local equality boards across regions and nations

Diversity staff networks
Your Responsibility To Barnardo’s

Now you have joined Barnardo’s you can help us deliver our commitment to equality, diversity and inclusion. Together we can live our basis and values and help transform the lives of the UK’s most vulnerable children.

See below to review your responsibilities to Barnardo’s in this area.

Treat people as individuals – respecting their identity – even when it is different from your own.

Co–operate with and support policies and initiatives designed to support our commitment to equality, diversity and inclusion.

Avoid making derogatory or insulting remarks about others based on their identity or what you think is their identity.

Read our equality and diversity code of conduct for staff and volunteers.
Thank you for successfully completing the course.  

www.barnardos.org.uk
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