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About this resource:
This is the first version of the Equality Framework for Oxfordshire, brought
together by Aseia Rafique and Vanisha Parmar, EDI specialists.
We are committed to updating it and making it more helpful in response to
feedback from organisations and community groups who use it to shape
their equity, diversity and inclusion work.
To make this document more accessible we will be launching a companion
website with resources and information.
We expect to release the website alongside Version 2.0 of this document
(with additional content and fewer typos!) in Summer 2021.

The team:
This resource have been brought together by Oxfordshire All In, in
collaboration with many charities and community groups across Oxfordshire. If
you want to support this process, please get in touch with us sara@oxfordhub.org
Follow Oxfordshire All In newsletters and social media for updates

Oxfordshire Equality Framework
Introduction
The Oxfordshire Equality Framework aims to support organisations in Oxfordshire, large or small, by
looking at how equity, diversity and inclusion (EDI) can be mainstreamed into the work we do. It is a
living document setting out good practice on EDI which organisations can dip in and out of. Most
importantly, the information set out here is to help make sure the work we do is fair and free from bias
and the people we interact and engage with have access to the support and services we provide,
including those from vulnerable and traditionally marginalised and under-represented groups.
The Equality Act 2010 provides protection for those who identify with one or more of the ‘protected
characteristics’ of age, disability, gender reassignment, marriage and civil partnership, pregnancy and
maternity, race, religion or belief, sex, and sexual orientation. Everyone is different and it is therefore
important we take care to provide inclusive and appropriate services and support to the people that
need it most.
This includes people we may not normally engage with. They might speak a different language, live in
poor or ‘hard to reach’ communities or find accessing services and support difficult.
The Oxfordshire Equality Framework helps address the barriers that may prevent vulnerable people
and those from under-represented communities from accessing the support and services they need. It
puts forward a long-term, partnership-based approach, working with all organisations in Oxfordshire
including public sector bodies and agencies, established networks and forums, and voluntary and
community sector bodies and communities.
This Equality Framework helps organisations in Oxfordshire to:
support people and local communities.
review and improve the way they work.
provide equitable access to services and support for people living in Oxfordshire.
demonstrate senior leadership visibility and accountability for equality and inclusion.
encourage, promote and put in place good practice.
share resources, training and information.
benchmark your organisation.
help you decide what steps to take to increase representation and reach.
demonstrate you are adopting an informed approach to equality, diversity, equity and inclusion.
work in partnership increase the engagement of under-represented, vulnerable and marginalised
people and communities.

The Oxfordshire Equality Framework has been developed with support from Oxfordshire All In and its
network of funders, including Oxfordshire County Council, Oxfordshire Communit Foundation,
Oxfordshire Mind, Active Oxfordshire and Age UK Oxfordshire. This partnership approach also involved
40+ organisations who contributed to identifying key issues and themes and were engaged in various
workshop discussions. Oxfordshire’s changing demography and a growing diverse and multicultural
population will help us respond to and accommodate changes and needs.
This framework covers six key elements as below, integral to embedding EDI into the work you do to
support diverse people and communities.
The six sections of the Oxfordshire Equality Framework are:
1. Leadership
2. Supporting diverse people and communities
3. Evidence, knowledge and data
4. Accessible communication
5. Recruitment and Retention
6. Learning & Development

Leadership

Supporting
people and
communities

Learning and
Development

Evidence,
knowledge
and data

Recruitment
and retention

Communication

How to use this guide
Each of the six sections of the framework have been split into three levels, to help organisations and
community groups get started in their EDI journey. This is not a formal system for accreditation, a kitemark or levels you have to complete. Instead, we recognise that EDI is a journey, that organisations will
always have the opportunity to improve, and that progress may not be linear or consistent across
different areas of the framework.
The three stages are named: 1) Getting Started, 2) On Our Way, 3) Keep Going
We recommend that you have a collaborative process within your organisation to decide which areas of
the framework could be prioritised. There is no particular order to follow, and there is a high degree of
interdependence between the different section. Your starting point will be determined by the stage your
organisation is at: perhaps you are growing and want to focus on recruitment first, or you are thinking
about board development and so it would make sense to start thinking about leadership.There is no right
or wrong starting point - however, we know this work is urgently needed, so we would like to encourage
to focus on making progress and hold yourself accountable to that progress.

3. Keep going
2. On our way

1. Getting started

Collaboration and peer support
This framework has been developed collaboratively, by involving 40+ different organisations across
Oxfordshire engaged in supporting our communities. This includes charities, community groups and public
sector bodies. We have had engagement from volunteers, staff members and trustees, all of whom have
brought diverse perspectives and experiences.
The development of this guide showcases our belief that by working together we can make more
progress, faster. Beyond the development of the framework, we would like to encourage everyone to
share resources, insight and experiences.
Over the next few months, we will be launching a set of workshops, case studies and resources to help
you in your EDI journey. We will also be encouraging everyone to make public pledges about the areas
they will be working on, so that we can connect with each other and offer peer support.

Definition of key terms

Equality

Equity

Diversity

Inclusion

"Equality is a fundamental part of a fair society in which everyone can have the
best possible chance to succeed in life" (Discrimination Law Review, 2007)

Equity goes beyond equality by making sure people are supported based on their
needs to achieve equality of outcomes. This may mean some get more support than
others to achieve equality

Recognises that everyone is different, this can include visible and non-visible
diversity, and that those differences are to be acknowledged, respected and valued

"The achievement of an environment in which all individuals are treated fairly and
respectfully, have equal access to opportunities and resources and can contribute
fully to the organisation's success" (Society for Human Resource Management)

You will also find a more extensive glossary at the end of this guide

Leadership - how you run the organisation
This section covers how decisions about the organisations are made. We talk about who has authority to
make decisions and how an organisation is accountable and kept answerable in the decisions they make.
Good practice in this area means you have the right foundation in making the progress you want to see.
How well an organisation runs affects it culture, how people feel and how well it functions.
The people that work for you and the people that volunteer their time to support and progress the work
you are doing are key to making sure your organisation upholds its inclusive values. We know and research
shows that an inclusive workplace allows for more ideas, and promotes a diversity of experiences and
perspectives, which in turn opens up opportunities to innovate, change and flex the way we might normally
do things.

Getting started
You have made a public commitment to equality, diversity and inclusion.
You meet legal and statutory requirements such as the Equality Act 2010 to make sure it operates in
a fair way free from discrimination.
You have a clear focus and direction on EDI.
You involve and engage diverse stakeholders and those with lived experience to shape and consider
EDI for your organisation.
Your leaders are role models, and they challenge inappropriate behaviour.
You discuss diversity and inclusion in relation to the work you do with your staff, colleagues and
volunteers
You are clear about your expectations on EDI with your staff, colleagues and volunteers
The way you communicate with the people you work with and those accessing support and services
is clear and easy to understand

Having an inclusion organisation means having an approach that
brings people together to support others in the work they do.
Inclusion aims to provide the conditions for people to be able to
participate and have access to a range of services and support.
An inclusive organisation focuses on an approach of openness,
participation, engagement and response to community cultural
needs, ensuring that barriers to involvement are removed.

How do we do this?
Your vision, values and objectives include a commitment to EDI.
Members, board members, Trustees, staff, volunteers and those you support understand the
importance of, and their role in embedding and promoting EDI.
Trustees and Board members understand the importance of ensuring EDI is integral to the work of
the charity.
There are regular discussions at key meetings about making sure the charity operates in a fair and
inclusive way.
There is regular engagement with those with lived experiences to inform how decisions are made.
You work to create a culture where people do not feel excluded and are able to express and be
themselves.

Example equality, diversity and inclusion mission statement
We are committed to making sure that people and communities
are treated fairly and to promoting equality of opportunity and
equity of access for everyone in the services and support we
provide. We will address inequality both in the workplace and in
relation to access to services and outcomes. We believe in
supporting vulnerable people, tackling difficult issues and
challenging cultural assumptions and stereotypes.

On Our Way
Trustees and board members visibly lead on EDI. For example, they talk about EDI, ask questions
about how EDI works in the organisation, and question the trajectory of a new project to make sure
it considers EDI.
Trustees and board members have good knowledge and understanding of lived experiences and the
issues that face certain communities. This can be through a buddy scheme, peer-to-peer or reverse
mentoring or training.
Trustees and board members attend appropriate training and development on EDI. Training is
provided by those experienced in the area of training to be delivered, for example, disability, health
and well-being.
Trustees and board members consider equality information, data and evidence to inform decision
making.
Trustees and board members ask you to review or provide an analysis for where there may be
potential for bias in the services and support the organisation provides. For example, how do we
make sure that the services we provide and the way we communicate is accessible?
How do we do this?
Provide positive messages and communications on EDI through various methods such as blogs,
news items, short vlogs and videos.
Include your commitment to EDI in relevant strategies and policies
Attend meetings, discussions and other events to talk about EDI/vision and values.
Consider data and information about those the charity supports and staff.
Seek out opportunities to engage with volunteers, staff and members of the community. Find out
what their needs might be.
Equality and diversity training includes the role of Trustees and board members in promoting EDI.
Use data (for example, national and local), information and evidence to make sure your work
addresses any gaps your data highlights.
Trustees and Board members are role models – they walk the walk and set the standard for
everyone.
EDI is promoted on your website, publications and at other engagement opportunities.
You have a named senior individual who champions EDI.

Becoming a volunteer: I am looking for paid work but because of my disability I can only
work 2 or 3 days a week. I get really tired and find commuting exhausting. I have found it
very hard to get a job but don’t want to sit at home getting worried about not getting a job.
My mum’s friend put me in touch with a local organisation that has lots of volunteers, doing
all kinds of work. I went and spoke to someone about becoming a volunteer and explained
to them about my disability. They told me not to worry, that I could come and see them
once a week to talk about what I was doing and also to meet other volunteers and the
people that worked there. I have been supporting the organisation to add new content on
their website. I’m getting more and more creative and have even created a mini
questionnaire. I’m really pleased, and hope volunteering will also help me get that paid
employment I’m looking for.

Top tip

Do not separate your ‘usual’ work and your EDI work or consider them to be separate
activities. EDI is your usual work.

Keep going
Trustees and Board members are diverse and/ or are open to supporting EDI in their organisation. This
brings about diversity of thought and an understanding of the people , in addition they represent those
they work with and support.
Careful consideration is given to EDI through EDI Champions or specific groups/committees whose
focus is on delivering on the EDI actions set by the organisation.
Demonstrating that key decisions have considered the potential EDI impacts to inform the decisionmaking.
People who work with the organisation feel (employed or otherwise) they are supported and treated
fairly. This may be set out in a policy or in the values and behaviours of the organisation.
Trustees and board members understand the gaps and disparities that exist in relation to those it
supports and its staff, and has implemented a plan of action to target these specifically.
You are recognised as a leader in your field.
Leadership programmes include EDI and cultural competence.
Having EDI actions in place to monitor progress and impact.
Having an information portal where you can discuss and share information on EDI.
Providing training and sharing your training with other organisations.
Your Board / Executive Team / Trustees take responsibility for your work on EDI.

How do we do this?
Your strategic action plan includes specific actions on EDI.
You have a process to consider EDI in decision-making, from recruitment to safeguarding to finances.
Your Trustees and board regularly receive information on how you are doing on EDI both in relation to
staff and those you support.
There are safe spaces for employees and other key stakeholders to come together to discuss and
promote equality. For example, Race and Ethnicity, Women’s and LGBTQ+ networks.
Your employee networks feed into your governance structures.
You have engaged with benchmarks and national charters such as the Stonewall Workplace Index and
the Race Equality Charter.

Staff, including Board members and volunteers, feel valued when asked to participate.
The work your organisation does has a higher chance of increasing its reach and impact
when everyone in organisation is involved to deliver the best possible outcomes.
Leadership is key but everyone should be encouraged to identify EDI actions and agree
how these should be delivered, and the priorities and actions required to deliver them. This
means your staff, volunteers and others have ownership of delivering these actions.

Case study 1
A charity holds a special workshop inviting all
volunteers and staff to help frame a vision that
includes EDI. When this has been agreed it shares?
“Inclusion and diversity are important to achieving
our aims of supporting the community”. The charity
holds a village meeting with leaders and community
members to talk about its commitment and what
this means for their work. They have a discussion
and agree some ways it can be built into the work
they do including:

Case study 2
A charity creates an EDI steering group
that considers and oversees the work of
the charity to make sure it is meeting the
EDI strategic aims and action plan. It has
created an EDI checklist for decision
making at Board level and requests data
and information by protected
characteristics to inform any decisions to
be made

It provides information on making the most
of technology.
It arranges visits to local faith centres to aid
learning and community cohesion.
Meetings with community members are
held in accessible venues.
It creates a leaflet outlining support for
LGBTQ+, faith and racism etc.
The charity holds workshops informing
community members of their rights and
information about what constitutes
discrimination.
It sets up a buddy system for those who are
isolated and feeling lonely

As their local data isn’t sufficient, the charity
are keen to learn more about those it
supports, and their lived experiences so
organises an activity day to meet community
members. It holds the day in October during
Black history month so uses the opportunity
to talk about what they have been doing to
promote race equality.

Case study 3

As part of its EDI commitment, a
charity feels it wants to do more
to lead by example so it decides
that leaders will attend a
workshop on good decision
making – the workshop covers
bias and how to reduce and
mitigate unconscious bias.

Following the session leaders
hold a special meeting to talk
about how bias can be
reduced and draws up an
action plan.

Top tip

An EDI Action Plan can include two or three actions or more. Look at it as a rolling
programme of work over a number of years. Some activities may be achieved quicker than
others. Some actions may be small, whilst others take more work or a longer period of time
to achieve. An EDI plan could include the following aspects:
Have a central point for collecting EDI data and evidence
Structure an EDI planning process
Determine what resources are needed for this work
Support the provision of EDI training for staff and volunteers
Ensure EDI is on the agenda of key meetings
Monitor and report on progress
Engage with staff at all levels and communicate
Look at your processes and policies to see where there may be bias

Top tip - SWOT analysis
Have you thought about writing a SWOT analysis? This will help you think through what
you should prioritise on EDI. Two or three actions to start with are fine. Have a think about
your:
Strengths - What do you do well? What makes you unique? What do you currently do in
EDI?
Weaknesses - What EDI activities should you be doing that you are not? Where can
improvements be made? Do you have the leadership to bring about changes? How diverse is
your Board, your Trustees, Executive Team staff and volunteers?
Opportunities - Can you use social media and digital technology to engage underrepresented groups and communities? Use your work on EDI to make your organisation
more resilient to risk and raise your organisation’s profile and reputation.
Threats - What are the obstacles you face in having some actions on EDI both internal and
external? Does the local community support us?

Strengths - what are we good
at? Keep it up!
How do we use our strengths
to address our weaknesses?

Opportunities - how do we
lock opportunites and turn
them into strengths?

Weaknesses - how do we turn
weaknesses into
opportunities?

Threats - how do we make
threats into opportunities?

Learning and development
The right skills, knowledge and capabilities are essential for successfully implementing EDI and is
essential to creating an inclusive, thriving and welcoming organisation. A good understanding of EDI will
allow for it to be embedded in work already underway.

Getting started
Everyone understands the legislative requirements in relation to EDI – for example, the Equality Act
2010, the nine protected characteristics, and how these are relevant to your work.
EDI is built into recruitment, welcome and induction programmes and general staff training.
How we do this?
An assessment of training needs and opportunities has been carried out to understand diversity
training gaps.
A proper training schedule is in place for all staff, volunteers and leaders.
New starters – either volunteers or staff receive appropriate training on EDI.

On Our Way
Learning and development outcomes are aligned to the vision, values and outcomes the organisation
has in place.
Training is bespoke, specific and relevant to roles and responsibilities.
Managers receive appropriate learning and development on managing diverse teams, including
bespoke training on trans and non-binary inclusion, on disability, health and wellbeing, and on
pregnancy and maternity.
Training moves beyond legal compliance such as the Equality Act 2010 to provide context and better
understanding in relation to the work you do, your staff and those you support. For example, on
topics such as the following:
Social mobility
Bias, prejudice and stereotyping
Managing diversity
Cultural competence
Privilege and whiteness
Intersectionality
EDI learning and development is ongoing and weaved into all other learning such as recruitment and
budget and finance.
EDI learning and development is evaluated for effectiveness and impact.
How do we do this?
You have a learning and development plan that is aligned with your strategy.
You have worked with training providers or others to share, design and deliver good quality training
that goes beyond basic requirements. The training provides practical solutions and examples of how
to meet your aims and objectives.
Learning and development includes managing diversity of thought and diversity of people.
Learning and development is intersectional and includes information on different strands of diversity
and inclusion.
The organisation's policies are welcoming of diversity.

Keep Going
Regular information and resources on current and relevant EDI themes is shared widely.
Learning and development is delivered in creative, engaging and innovative ways such as through
book/podcast clubs, specific discussion groups, events and workshops and with the use of innovative
technology to share, promote and disseminate information.
Training and development is monitored for its impact.
Training has a positive impact on employees, volunteers and those you support in relation to
workforce diversity, and this can be evidenced in your data.
Learning and development is reviewed, measured and updated in relation to progress against
diversity objectives.
How do we do this?
Use a number of ways to provide education and learning. Examples include sharing discussion pieces,
TedTalks, blogs and newspaper articles.
Invite guests speakers and experts to talk about specific topics to aid understanding and learning.
Leaders receive regular updates on the impact and effectiveness of training interventions with
recommendations for suggested improvements.

Case study 1

Case study 2

Case study 3

A small charity circulates the Equality Act legislation to all its
staff and volunteers in addition to a presentation developed
by a neighbouring charity.
It then holds some workshop sessions to talk about the
Equality Act that includes a quiz to aid learning on different
types of discrimination.

The charity delivers training on EDI to all staff and volunteers.
The training is introduced by a Trustee and includes the
Equality Act and principles of fairness, equity and belonging in
line with its vison and values. The charity makes sure that all
materials and visuals are diverse and inclusive, the language is
clear and accessible, and all Trustees and board members
attend. Following the training session, the charity holds
tailored workshops to discuss how to embed EDI into the dayto-day work of the charity through case studies.
The Charity has found in its data that there is a trend of
bullying and harassment at the charity. It reviews it training
materials on EDI and finds that it doesn’t not cover the topic
sufficiently and it is only provided to new starters. Along with
other interventions the training is updated for all staff and
now includes examples and case studies. In addition the
charity circulates some fact sheets such as Bullying &
Harassment at Work Factsheets by CIPD.

Recruitment and Retention
Diverse teams help support organisations to be more innovative, creative and achieve better results.
Recruitment is key to achieving diverse teams and inclusive recruitment aims to understand how
recruitment practices and bias can get in the way of valuing people from all walks of life.
There are many proactive steps to support the inclusion, retention and progression of more diverse
candidates beyond the recruitment stage. In Version 2.0. of this framework, we have extended this
section to include retention and progression information.

Getting started
You are committed to attracting and recruiting diverse talent.
Managers understand bias and discrimination in the context of recruitment and how to avoid it.
You are committed to implementing recruitment and selection processes that are fair and free from
bias.
How do we do this?
Adverts include a positive action statement to encourage applications from a diverse range of
candidates.
Recruiting managers have received training on bias and discrimination.
Advertise posts through local and national networks and other charities.
Share vacancies amongst your existing networks and encourage people to apply.
Conduct the shortlisting with more than one person on the panel. Ideally the interview panel is
diverse both in gender and race if possible.
There is a consistent scoring method prior to advertising to ensure that the shortlisting process is fair
for all applicants.
Shortlist against the agreed criteria. For example, when reviewing essential educational attainment,
focus on the required qualification itself and not the university that awarded the qualification.
Avoid asking questions that are not relevant and could amount to discrimination such as do you have
a family? Who lives with you at home? Where are your parents from?
Ask all candidates broadly similar questions.
Have a Guaranteed Interview Scheme in place for disabled people.
Ask about reasonable adjustments.
What is a reasonable adjustment?
The Equality Act 2010 requires you to make reasonable adjustments. A reasonable adjustment is a
altering the way you might usually do something to remove barriers that might make it harder for a
disabled person. For example:
you might send a video of the venue before an interview to a candidate who may be anxious about
new settings.
You might offer a break during an interview.
You might use size 18 font in your communications with someone who has a visual impairment.
For more information click on the link Home Page | Equality and Human Rights Commission
(equalityhumanrights.com)

On Our Way
You demonstrate your commitment to attracting and appointing diverse talent. For example, being
explicit on your recruitment information that you welcome people from diverse backgrounds to apply.
You take proactive measures to promote diverse talent. For example, removing the requirement to
have a degree for certain roles when it is not essential to the role itself.
There is a robust recruitment and selection process that is documented.
All recruiting managers/personnel receive training on inclusive and fair recruitment and selection.
You carry out equality and diversity monitoring at the recruitment stage.
How do we do this?
Adverts encourage applications from specific underrepresented groups.
Understanding that bias is built into recruitment processes and making sure we evaluate and express
the way we want to recruit. For example, anonymising CV's, blind recruitment, or providing interview
questions in advance.
Recruitment process are designed on the principles of fairness and are in place to ensure a fair and
transparent process.
Leaders and senior managers provide quotes/videos that convey an inclusive culture and welcoming
environment.
Equality and diversity data is collected at all stages of the recruitment process including exit interviews.
Data is considered by recruiting managers and leaders to identify gaps.
Adverts are in plain English and the language used is inclusive and gender neutral.
Consider using a gender de-coder to identify words that may be off putting to women
(https://www.totaljobs.com/insidejob/gender-bias-decoder/).
There is a focus on essential skills to do the job effectively.
Requirements are clear about skills and experience required.
Make sure that vacancies are available in accessible formats, with contact information to request
alternative forms of application and other forms of reasonable adjustment.
Ensure interviews are set in accessible and welcoming environments.
Provide candidates with information about the interview process, the questions and assessment
methods.
Make sure decisions are based on evidence and record the reasons for your decision.

Keep Going
Recruitment and selection diversity data is considered by leaders to understand underrepresentation
throughout the recruitment process.
Data informs strategy and action plans to ensure diversity, especially at senior levels.
Recruitment targets are used to address inequality and underrepresentation.
There are targeted and specific recruitment practices used to address inequality and
underrepresentation.
Recruiting strategies include methods that eliminate bias.
How do we do this?
Leaders receive regular information on recruitment and retention.
Remove unnecessary barriers such as requirements and qualifications from job roles.
Try to ensure more than one candidate from underrepresented groups is invited to interview stage.
If you are using recruitment agencies or head-hunters, insist that they provide diverse longlists
Aim to provide constructive feedback to all applicants on how applications could be improved.
The charity uses a variety of methods to eliminate / reduce bias including – CV screening or blind CV’s.

Case study 1

From the diversity data considered by the charity shows there is an
underrepresentation of Black and Asian people at the most senior levels.
Although the local geographic area is not ethnically diverse the charity
wants a diverse group of leaders to enable creative thinking and problem
solving. The charity considers the data for all applicants and finds that
whilst there are some Black and Asian people that apply for those
positions it is still very low. They have already provided training on bias
for all those recruiting and have asked recruitment agencies for diverse
lists – these have not been too successful. They decide to go through the
job advert, the criteria and interview process and remove unnecessary
requirements. They also decide to have three panel members with a mix
of gender and Black and Asian panel members from other organisations.
In the next recruitment round, the Trustees provide short quotes for the
charity’s website to encourage applications from Black and Asian people
in addition to adopting a staff referral programme system. All shortlisted
candidates are provided with information about the questions they will
be assessed against and the panel members are mixed. Prior to
appointment the chair of the recruitment panel encourages discussions
about implicit bias for recruitment campaigns before appointing a
candidate to make sure the decision is fair and free from bias.

Case study 2

Case study 3

Case study 4

The charity wants to ensure that their recruitment process is fair and
free from bias, so they carry out a review of their recruitment policy –
as part of this review it considers the language and wording of adverts
and of the language that is used in their recruitment campaigns and
uses the Gender decoder tool.

A charity wants to encourage a wider range of people to apply for
volunteering positions. It attends the local mosque, temples and
community churches to talk about the opportunities to apply and
provides information about the benefits of volunteering. In addition,
community leaders support the key messages, and this results in an
increase in applications from diverse people.

A charity supporting homeless people wanted to fill a Trustee role – it
wanted to increase its ethnic diversity to better support homeless people
from the Black and Asian community and therefore planned a
recruitment campaign to bring in more diversity. It did not take its usual
approach; instead, it mapped out the challenges they faced and then the
skills required to address them. It only asked for experience and ideas in
dealing with these challenges in the criteria posted the advert in
homeless shelters, local libraries, hospital community boards and GP
surgeries. The advert also stated that the successful Trustee would have
a full induction, ongoing training and another Trustee buddy. This led an
increase in interest and the recruitment of a Black Trustee.

Retention
Successful recruitment of volunteers, staff, Board and Trustee members leads to staff wanting to stay in
an organisation. Having a moderate turnover over of staff is not a bad thing but a high turnover can be
costly and be a sign of difficulties within an organisation. Costs of replacing staff can include:
Administration of the resignation.
Recruitment and selection costs.
Covering the post during the period in which there is a vacancy.
Induction training for the new employee.
Retaining staff is as important as recruiting them in the first place. Make sure your people feel valued,
that they have opportunity to learn and progress and that individual needs, such as flexible working, can
be considered. It is also important to monitor your leavers and understand why they leave so that you
can feed this back into your recruitment cycle. You can do this by holding exit interviews, carrying out
confidential attitude surveys or asking staff to complete a questionnaire about their departure.
A survey carried Deloitte Global Millennial Survey 2020 found that employees' intentions to remain with
their employer increase when organisations address employee needs from a diversity and inclusion
perspective.

Retaining staff: An organisation has been monitoring recent leavers and identified
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interviews. They found women were leaving because of a lack of flexibility afforded to
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were leaving because of a lack of flexibility afforded to people
who have caring responsibilities. Following this, the charity
implemented a pilot flexible rota system after speaking to all
staff, which, all staff benefited from.

How do we do this?
As well as basic pay and benefits, organisations can consider the following practices, all of which have
been shown to play a positive role in improving retention:

Be flexible - Wherever possible, accommodate individual preferences on working hours and times. As
part of this, it is also important to monitor workload and make sure it is manageable within working
hours.
Treat people fairly - A perception of unfairness, whatever the management view of the issue, is a
major cause of people leaving an organisation.
Pay attention to employee well-being - Support managers to help their teams thrive and manage
issues such as workplace stress and presenteeism.
Enable career development and progression - Maximise opportunities for employees to develop skills
and careers. It’s also important to understand and manage people’s career expectations. Where
promotions are not feasible, look for ways in which employees can gain new skills and experience.

Progression
A proactive approach to career progression is another way to support employees and avoid high
turnover. There is much research that suggests that diverse groups such as women, ethnically diverse
and disabled people are less likely to progress to senior positions.
Some ways to support career progression:
Provide opportunities for coaching, mentoring and reverse mentoring (this can be informal and
flexible)
Review your processes and policies to make sure there are no unnecessary barriers and
requirements.
Ensure your promotion and progression policies are fair and free from bias.
Implement robust initiatives that support underrepresented groups with career progression such as a
sponsorship and shadowing opportunities.
Provide opportunities for networking with others.
Make sure your biases do not affect your decision making in promotions and the assignment of
projects.
Retaining staff is as important as recruiting them in the first place. Make sure your people feel valued,
that they have opportunity to learn and progress and that individual needs, such as flexible working, can
be considered. It is also important to monitor your leavers and understand why they leave so that you
can feed this back into your recruitment cycle. You can do this by holding exit interviews, carrying out
confidential attitude surveys or asking staff to complete a questionnaire about their departure.

Case study

Case study 1

Case study 2

An organisation recognises there are not any disabled people
in senior roles. They work with other voluntary organisations
to deliver a series of events about inclusive workplace
practices, reasonable adjustments and flexibility. In addition,
they share information with their staff on assumptions about
disability and the role that bias can play in recruiting disabled
people.

An organisation offers ethnically diverse volunteers and staff
interested in leadership shadowing opportunities with
Trustees. This includes attendance at Trustee meetings and
mentoring with a Trustee. The initiative is informal and
arrangements about how it will be managed is worked out
between the Trustee, the volunteer and staff. After 12-months
the scheme is reviewed and rolled out to disabled staff and
LGBTQ+ staff.

Supporting people and communities
We help by… understanding that people and
communities have dynamic, fluid identities which relate
to many areas of their lives. Inequality can combine with
other types of discrimination and disadvantage which can
affect people’s life experiences, needs and perspectives.

By sharing the evidence we have we can identify some of the opportunities and gaps for different and
diverse communities. It is good practice to collect and use equality and diversity data to better
understand who is accessing your services and the support you provide to find out what people need.
When we do not collect or ask for equality and diversity data our work may be based on assumptions or
stereotypes. Your services should address specific needs and a ‘one-size-fits-all' approach may not be
enough. You can engage with people and communities through focus groups, surveys and social media
and work together with other organisations in Oxfordshire to make sure you better understand the
support and services people need. Understanding and working with your communities means you are
involving them in the decisions that affect them.
Your organisation may be based in, or you may work in predominantly rural areas, or you may work
across both rural and urban localities. The people you work with will want to know about the work you
are doing on EDI and how this supports them.
Not all areas have a diversity of people, but they will have diversity of experience. The support and
services they need may intersect with disability, age and other characteristics and may focus on
accessible access to technology or transport for example.
Understanding the people you work with can be done in partnership with others including:
-

Faith organisations, such as local Mosques, Churches and Synagogues.
Community centres, such as the Oxford Polish Association or the Asian Cultural Centre
Care organisations, such as Archway Foundation
Youth organisations, such as Oxfordshire Youth.
GP surgeries

This means meeting and speaking to those who attend or run such organisations. It may be helpful to
speak to a community member or members in partnership with other organisations wishing to do the
same. There are a lot of groups which meet online, and you can request permission to attend a meeting
to talk about outreach and the work you do. Listening to what people say they need, and working with
others to understand those needs will support you in reaching out to diverse people and communities.

Getting started
Do you know the support and services your people and communities need and want?
Are you able to collect and share equality and diversity information and data?
Are you engaging or communicating with other organisations to deliver support and services?
How do we do this?
You can do these things by speaking to other organisations that are like you.
If your organisation only has one or two paid workers, ask other organisations if they are willing to
share data with you. Most data can be aggregated or anonymised for data protection.
You can run online surveys or post questions on social media and engage with the people you
support and provide services for.

On Our Way
Do you have a statement or policy which sets out how to engage with vulnerable and underrepresented people and communities? For example trans and non-binary people, older people or
people with mental health concerns.
Is the language you are using clear and easy to understand? For example, do you provide some of
your information in Easy Read; or do you make sure that you use simple sentence structures to
engage with as wide an audience as possible?
Are you updating your website regularly, or using social media to show that you are committed to
providing support and services to vulnerable, under-represented and marginalised people and
communities?
How do we do this?
Have a look at the way you and your organisation communicates. For example, you can produce
clear, easy to understand information by using pictures and images instead of words.
Do you know who accesses and uses your services? Build a picture of where there may be gaps and
look at different ways of engaging with people. For example, if the services you provide are for a
specific group of people, are you engaging with a diversity of people within that group?

Keep going
Do you share good practice with others?
Do you engage and communicate regularly with your people and communities?
Are you responsive to the needs of your communities when they communicate with you?
Do you support community groups to develop their own responses to issues and concerns?
Do you monitor and evaluate the equality impact of the services and support you provide? For
example, are adjustments provided for those that need request them?
How do we do this?
An excellent organisation will use the information they hold to identify need. You will have a strong
understanding of your local area and will be able to target resources where they are most needed.
You are proactive and able to consider interrelated and long-term outcomes.

Evidence, Knowledge and Data
Collecting evidence, knowledge and data about yourselves, the people and communities you work in and
about your stakeholders will help you to identify who is using and accessing the services and support you
provide. Having this information will help you identify others who may benefit from your services. In this
way, you will be able to explore or better understand why some people or communities may not be
accessing your services. If your organisation wants to encourage those from under-represented
communities to engage with you, you may want to think about providing travel expenses or setting up
temporary mobile initiatives to let them know what you do and how you work.
Before deciding to collect data, be aware of the sensitivities and the nature of of the services you
provide. For example, services providing support to victims of abuse, may not be in a position to provide
you with data about themselves. Always ask permission, explain what you use the data for and explain
that information is stored in line with data protection requirements. In time, some people may feel more
comfortable in disclosing personal information about themselves, especially if they can see how this may
benefit others and themselves.

What is EDI monitoring? Equality and diversity monitoring is the collection of
data about the work you do, your workforce, your volunteers and the people
and communities who access your services. This data enables a better
understanding of who an organisation is, who its staff are and who uses its
products and services, which allows it to respond to these people's needs
effectively.
Organisations that monitor the work they do and the people they support are
ultimately able to deliver better products and services. Finding out how many
lesbian, gay, bi and trans people are accessing your services and support, for
example, and what their needs are, gives organisations a better understanding
of where improvements can be made. The data can tell you who is or isn't
accessing services, who is making more complaints than others and those that
are satisfied with the support they receive and level of service they receive.
Stonewall’s free to download Plain English guide "What’s it got to do with you?"
explains why organisations collect EDI data and how it helps them improve.

Top tip
Know why you are monitoring and what you want to find out.
Explain and communicate why you are collecting equality data.
Provide training to staff responsible for collecting the data.
Maintain confidentiality by putting systems in place to store the data securely. Be clear with
staff, customers and the people you support about how their privacy will be protected and
how findings will be reported back.
Engage with people and communities to find out which questions work. For example if you
are looking to collect data on trans or social mobility.

Getting Started
Think about why you are collecting data and what the benefits might be.
Look at ways in which to collect equality and diversity data. For example through an online survey.
Make sure you understand data protection guidelines when collecting, keeping or publishing this
information.
Speak to others who collect this information to help you think about what might be necessary to
collect.
Do not collect data if you are not going to use it.
How do we do this?
Collecting evidence and data helps you know when initiatives are succeeding. For example you might
have several Black, Asian or minority ethnic people access your services which then lessens over
time. If you have data showing this has happened you might wish to explore why this is the case and
make changes to the way you are doing things.
Having the evidence will show you where you can focus your efforts for better engagement and
outcomes.

Your commitment to EDI may a help in securing additional funding.
Other organisations may be collecting data, especially when they are
reporting back to project funders on the delivery of their work.
Working in partnership, where possible and appropriate, to share
information may help in providing services which are more holistic in
nature and which are able to support a greater number and diversity
of individuals.

On Our Way
Before you apply for project funds, do you think about the different kinds of people who might
benefit?
Do you make sure you review and evaluate the work you do?
Do you ask those that access your support and services for feedback and input?
Are you clear about why you are collecting equality and diversity information and what you will do
with it?
Do you encourage people from under-represented groups to participate in activities if their
participation is low?
How you can do this?
Your commitment to diversity may also help in securing funding.
Having evidence, data and knowledge about how your services are working and where you can
improve helps to mitigate against any bias. It also helps to identify any potential issues that prevent
certain groups of people from accessing your services. Doing this will help you to understand what
you can do to support the needs of diverse people and communities.

Keep Going
Are you taking the lead in understanding and evaluating the information you have?
Do you have systems in place to collect data and information and to quality assure your work?
Are you encouraging the people you work with to act as role models on diversity and inclusion?
Where appropriate, are you publishing the data and information you hold?
How do we do this?
When we look at diversity as an ethos rather than a ‘tick box’ and are transparent about what we are
looking to achieve, people are more open about helping and contributing their time.
You are more likely to encourage a range of people to access your support and services when
showing you have a visible commitment to diversity and inclusion.
Be clear about why you are collecting equality and diversity information, what you will do with it and
who will have access to it. If you can illustrate how you have used equality monitoring to positive
effect, you will promote trust in what you do.
What you do with your data and information is critical. Focus on specific areas to see where changes
can be made and review what you are doing regularly.

Top tip
Top tip: What do we know…?
About ourselves?
The people and communities we support
Other organisations doing similar work
Our local authority?

Data protection - Capturing equality
and diversity data is not without its
challenges and must be processed in
accordance with the data protection
principles.
We cannot mandate people to give
us this information, so motivating
them to volunteer data requires you
to be clear about how it will be used.

Accessible Communication
Every organisation should consider that people have different communication needs, and it is important
to develop your marketing materials, services and products accordingly. This ensures that as many
people as possible can access the support that you provide, and communicate with your organisation to
offer feedback about your work.
In order to ensure you are communicating with the widest pool of people possible, you will want to
explore your different communication channels, and the needs of those using your organisation for
support. You can start by prioritising different aspects that are particularly relevant to your organisation
right now, and involving users in the process. You can find some ideas about accessible communications
below.

Getting Started
Do you use several ways to communicate? For example by email, letter or phone or YouTube videos?
Is the information you provide tailored towards different audiences?
Is the information you produce in ‘plain English’ and easy to understand?
Do you use images, photos and/or infographics to show others the work you are doing and the
services and support you provide?
How do we do this?
Lack of clarity in the way you communicate may mean people and communities may not understand
what you do. Communicating in a way that is easy to understand will help people and communities
understand what you are doing if you make a commitment. Your actions (or inaction) speak louder
than your words. Provide the information in a number of ways, and offer adjustments to those who
may need information in another way.

On Our Way
Can information about your organisation be accessed in several ways. For example, through social
media Facebook posts or Tweets?
Are you using technology to reach a wider audience?
Are you working together with other organisations to reach diverse and under-represented
communities?
How do we do this?
Try and remove communication barriers such as language differences, difficulties with dialects or
accents, or psychological barriers like shyness or paranoia by engaging the services of a translator or
familiarising yourself with how someone may like to communicate.
Use your volunteers or others in the community to show how your services and support may benefit
others.

Keep Going
Is the information on your website accessible for disabled people?
Do you make sure the language you use is gender neutral and free from bias and stereotypes? For
example, Chair instead of Chairman.
Are you clear about the services and support you provide and who these are for?
Do you use the people and communities to talk about how they have accessed your services and
support?
How do we do this?
Make sure your website has a range of material and information, including images and videos and
that it is disability compliant and accessible. For example, providing an option for the font or colours
on screen to be changed.
Look at your templates and letters. Are these written in a way that it is easy to understand? Do you
need to use Titles such as Mr, Miss or Ms. Can you use the person’s name instead?
Work with others to engage with a diverse range of people. Ask to join local Facebook groups.

Further information
Trans and Non-Binary inclusion

LGB inclusion

Gender identity - Office for National Statistics
researched and consulted on this for the use of
potential gender identity question in the 2021
Census.

Stonewall - As members of their paid for Diversity
Champions Programme, you can access current
resources and information.

GIRES (Gender Identity, Research and Education
Services) provides a Transgender Policy Guide
for Employers 2019 and information on diversity
monitoring.

Social mobility

Global Butterflies - supporting businesses to be
trans inclusive. Provide training, resources and
information. Rachel Reese and Emma Cusdin are
advocates and experts in their field. Global
Butterflies produced A guide to trans and nonbinary inclusion for Lloyds. It is aimed at
employers and the difference they can make to
the trans and non-binary community.
The Chartered Insurance Institute have
produced inclusive language guidelines which are
easy to read and accessible.

Race
Jane Elliot: "All White People Are Racist" YouTube video showing how structures and
processes contribute to bias and prejudice.
About Race with Reni Eddo-Lodge - these are
several podcast episodes where Reni Eddo-Lodge
chats to activists about anti-racism and looks at
the recent history that led to the politics of
today.

Social Mobility Commission - Simplifying how
employers measure socio-economic background.
Updated May 2021. The recommendations have
been developed in consultation with private sector
employers and experts.
The Bridge Group - A non-profit consultancy that
uses research to promote social equality.

Disability inclusion
Disability Rights UK - An organisation advocating
for the rights of disabled people.
BID - A charity for people who are deaf and hard of
hearing.
"The Valuable 500 Diversish" - YouTube video
"Nothing About Us Without Us - Rights of Persons
with Disabilities" - YouTube video

Gender
Chimamanda Ngozi-Adichie: "We Should All Be
Feminists" - TedX Talk, can be found on YouTube
UNwomen.org: "Intersectional feminism, what it
means and why it matters" - blog post
McKinsey: Ten Facts about gender equality
https://www.mckinsey.com/featuredinsights/diversity-and-inclusion/ten-things-toknow-about-gender-equality

Terms

Intersectionality - was a term first coined by Dr Kimberlé
Crenshaw in 1989 in her paper “Demarginalizing The
Intersection Of Race And Sex: A Black Feminist Critique Of
Antidiscrimination Doctrine, Feminist Theory And Antiracist
Politics.”
Intersectionality highlights the interconnected nature of social
categorisations such as race, class, sexuality, disability and
gender and the subsequent overlapping and interdependent
systems of discrimination or disadvantage. It provides a
framework for understanding how aspects of a person's social
and political identities combine to create different modes of
discrimination and privilege.

The diversity dividend
There is evidence that organisations which have a diverse
workforce can perform better. Research from McKinsey about
the ‘diversity dividend’ shows that companies in the top quartile
for gender or racial and ethnic diversity are more likely to have
higher than average financial returns.

Privilege
Franchesca Ramsey explains what it means to have
privilege. She says:

Harvard Implicit Association Test
These assessments test the public on
hidden biases as well as providing a
"virtual laboratory" for collecting
data on the internet. The tests you
can take range from those about
gender, religion, disability and
sexuality and others.
https://implicit.harvard.edu/implicit

“A lot of people get hung up on the word privilege.
Privilege does not mean that you are rich, that you’ve
had an easy life, that everything’s been handed to
you, and you’ve never had to struggle or work hard.
All it means is that there are some things in life that
you will not experience, or ever have to think about,
just because of who you are. It’s kind of like those
horses that have those blinders on. They can see just
fine. There’s just a whole bunch of stuff on the side
that they don’t even know exists.”
Search "Privilege/Class/Social Inequalities Explained
in a $100 Race" on YouTube for a demonstration of
privilege.

GLOSSARY

The Equality and Human Rights Commission has a useful glossary which can be found at the
following link:
https://www.equalityhumanrights.com/en/secondary-education-resources/usefulinformation/glossary-terms
Due regard: To ‘have due regard’ means that in carrying out all of its functions and day to day
activities a listed public authority must consciously consider the needs of the general equality
duty: to eliminate discrimination; advance equality of opportunity and foster good relations.
Equality Act 2010: The Equality Act 2010 legally protects people from discrimination in the
workplace and in wider society. It replaced previous anti-discrimination laws with a single Act,
making the law easier to understand and strengthening protection in some situations. It sets out
the different ways in which it’s unlawful to treat someone.
Equality outcomes: The results a listed authority aims to achieve in order to further one or
more of the needs of the general equality duty. The specific equality duties require listed public
authorities to publish equality outcomes and report on progress.
Public Sector Equality Duty (PSED): The duty on a public authority when carrying out its
functions to have due regard to the need to eliminate unlawful discrimination and harassment,
foster good relations and advance equality of opportunity.
Protected characteristics: These are the grounds upon which discrimination is unlawful. The
characteristics are: age, disability, gender reassignment, marriage and civil partnership,
pregnancy and maternity, race / ethnicity, religion or belief, sex and sexual orientation.
Social model of disability: The social model (as opposed to ‘the medical model’) says that
disability discrimination is caused by the way (non-disabled) society reacts to a person’s
disability and not by their impairment or difference.
Intersectionality: the interconnected nature of social categorisations such as race, class, and
gender as they apply to a given individual or group, regarded as creating overlapping and
interdependent systems of discrimination or disadvantage.
Useful resources
getting-on-board_how-to-recruit-trustees-for-your-charity.pdf (ncvo.org.uk)
Diversity in action: A guide for charities by Bates Wells - Flipsnack
Racial-diversity-in-the-charity-sector.pdf (acevo.org.uk)
Charity Commission diversity and inclusion strategy 2019 to 2023 - GOV.UK (www.gov.uk)

