DEVIZES OUTDOOR CELEBRATORY ARTS (DOCA)

EQUALITY AND DIVERSITY POLICY
INCLUDING THE PREVENTION OF UNFAIR DISCRIMINATION,
BULLYING, HARASSMENT, AND VICTIMISATION

Updated by Annabel Lake
Production Director on 17" July 2024

Introduction

Devizes Outdoor Celebratory Arts (DOCA) is committed to equality of opportunity in
all areas of its work and the removal of barriers to equal opportunity. DOCA is
committed to treating all individuals fairly and equally and complying with all relevant
legislation in the provision of its services, and in arrangements for access to facilities
and information.

DOCA is also committed to promoting respect and valuing diversity. We aim to
create an environment in which individual differences and the contributions of all our
volunteers are recognised and valued — where dignity and respect for all is
promoted.

Statement of commitment

All individuals will be treated in a fair and equal manner regardless of: age, disability,
gender reassignment, being married or in a civil partnership, being pregnant or on
maternity leave, race including colour, nationality, ethnic or national origin, religion or
belief, sex, or sexual orientation. These are called ‘protected characteristics’ and are
protected under the Equality Act 2010.

DOCA will not tolerate bullying, harassment, discrimination, and victimisation on any
grounds.

It is recognised that the co-operation and support of all people working under the
DOCA banner, including paid employees, contractors, trustees, and volunteers, is
essential to the successful implementation of this policy. It is the responsibility of
everyone to respect and act in accordance with it.
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Staff and trustee recruitment and employment practices

DOCA is committed to equality of opportunity for all and to removing barriers to
equal opportunity. We fully recognise and accept our responsibility to ensure that
there is no discrimination on the grounds of the protected characteristics as set out in
the Equality Act 2010.

All areas of employment are covered by this policy including:
¢ recruitment and selection procedures
e terms of employment, including pay, conditions, and benefits
e work practices, conduct issues, allocation of tasks, discipline and grievances
e termination of employment and matters after termination including references.

DOCA'’s board of Trustees will:

e ensure that all recruitment and selection methods are free from bias, applied
fairly, and designed to ensure equal access for all

e draft staff and trustee specifications to allow for as wide as possible a range of
transferable experiences and qualification

e actively encourage and promote diversity within the workforce and board of
trustees

e make reasonable adjustments to avoid putting disabled people at a
disadvantage compared to non-disabled people in the workplace.

Recruitment of volunteers

DOCA is a professionally led organisation that creates and delivers events and
activities for and with our communities. Volunteers are a key part of our organisation
and as such we want volunteers who represent all members of our community to feel
welcome and valued.

When recruiting volunteers we will consider skills, knowledge, and enthusiasm to
learn without judgement or bias. Where support is needed, we will endeavour to
partner new volunteers with more experienced members of our team. We will
respond and adapt where possible when volunteers have changing or additional
needs to enable them to work with us.
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Definitions
Discrimination

Discrimination occurs when a person treats another less favourably than he or she
treats, or would treat, someone else, by reason of that person's protected
characteristic. The Equality Act 2010 makes such discrimination unlawful. It is also
unlawful to discriminate against someone who is associated with someone who
has a protected characteristic, for example a family member or friend.

Discrimination can be direct or indirect. Indirect discrimination occurs where a
requirement or condition is imposed equally to all, which cannot be justified as
necessary for the job, where a considerably smaller proportion of people from one
group can comply with the requirement. Indirect discrimination does not have to
have been intentional to lead to an award of compensation.

Bullying

Bullying is unwanted repeated and persistent negative behaviour, not necessarily
based on a particular personal characteristic, which makes the recipient feel
upset, threatened, humiliated, undermined or vulnerable. It is often related to an
abuse of power or the use of unfair sanctions.

Bullying can take many forms, but a few examples of what it might look like at
work are:

e treating someone unfairly

e picking on or repeatedly undermining someone

e blocking someone from opportunities for training or a promotion.

Harassment

Harassment is unwanted conduct which has the purpose or effect of violating an
individual’s dignity or creating an intimidating, hostile, degrading, humiliating or
offensive environment for that individual. Harassment may be persistent or an
isolated incident and is unlawful.

Harassment takes many forms and may be directed at an individual or group of
individuals. It is not the intention of the perpetrator but the deed itself and the
impact on the recipient which determine what constitutes harassment.
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Sexual harassment is unwanted conduct of a sexual nature, or other conduct
based on sex, affecting the dignity of people at work. It can include unwelcome
physical, verbal, or non-verbal conduct.

Harassment can also take place on other grounds, e.g. race, sexual orientation,
religious or political convictions, disabilities, age. It can range from violence and
bullying to ignoring someone, and can include physical contact, jokes, offensive
language, gossip, display of posters, obscene gestures, non-co-operation at work,
coercion, pestering, spying.

Extreme forms of harassment, such as assault, constitute offences under criminal
law. Other forms of harassment can contravene the Sex Discrimination, Race
Relations, and Disability Discrimination Acts.

Victimisation

Victimisation is also unlawful and occurs when someone is treated less favourably
or harassed because they have, in good faith, made a complaint or assisted
someone else in making a complaint of discrimination or harassment.

What to do if you consider that discrimination, bullying, harassment, or
victimisation has occurred

If you consider that discrimination, bullying, harassment, or victimisation has
occurred to you or someone else, it is important that you take prompt action to
ensure that the behaviour stops. If you feel comfortable to do so, you should let the
person know, as soon as possible, that their behaviour is unwelcome and must stop
immediately.

If you do not want to speak directly to the person, you should remove yourself from
the situation and approach DOCA'’s Production Director who will take the matter up
on your behalf. If the allegation refers to a member of DOCA'’s staff, it should be
referred to the Chair of Trustees. All complaints will be taken seriously and fully
investigated, and the complainant will be kept advised of action taken.

It would be useful if you could record as much detail about any incident as possible.
In particular, recording names, dates, times, and an outline of your view of what has
happened is helpful to assist us to take action. This can be recorded in any way,
including in time stamped messages.
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If the matter is resolved at this stage, a note of the incident and the action taken will
be made and, together with any associated records, will be retained in confidence by
the Chair of Trustees. This will help us monitor any pattern of behaviour that we may
need to refer to in the future.

If the matter remains unresolved, due to non-acceptance of the allegation made or
because the behaviour continues, you should request a meeting with the Production
Director or Chair of Trustees who will arrange a separate meeting with the person
against whom the allegations are made. This meeting will be the first step in an
investigation to take place as quickly as possible, as a result of which a decision may
be made that:

e the matter has been satisfactorily resolved and no further action is necessary

e the disciplinary procedure should be invoked and a formal meeting arranged.

e the allegation(s) is/are unfounded

If appropriate we may make adjustments to working processes while investigation is
taking place to protect all parties involved.

Confidentiality and Disclosure

All complaints will be kept confidential unless you are content for DOCA to disclose
the complaint, for example to take action to prevent further discrimination, bullying,
harassment, or victimisation. We will discuss any such action with you in advance to
check that you are happy.

If we feel, after investigating a complaint, that a law has been broken, we will have
no option but to inform the appropriate authorities. We will inform you of this before
we take action.

If the issues lie with a partner or contractor we will take the complaint to them
directly, having first checked that you are happy for us to do so, where their policies
will come into effect. We will inform you of the outcome.

Monitoring and Responsibility

The Board of Trustees has overall responsibility for co-ordination and review of this
policy, to be implemented alongside DOCA'’s Production Director. Procedures and
documentation will be kept under constant review, and any changes will be subject
to full consultation before adoption.
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Following the resolution of any incident, DOCA will offer appropriate ongoing
support, including counselling or other professional guidance where deemed
necessary.
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