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For the purposes of this policy, equality means ensuring that people are treated fairly and
are not unlawfully discriminated against. Equity recognises that individuals and groups
may face different barriers and may require different support, adjustments or approaches
to achieve fair access, participation, and outcomes. CACT is committed to applying both
equality and equity principles in its employment practices, service delivery, partnerships,
and community engagement.

Introduction: Statement - Our Commitment to Equality and Equity

1.1 Groups and individuals from different backgrounds and with different cultures
are at the ‘heart of the community.” At CACT we are guided by our values and
committed to tackling discrimination and promoting equality and inclusion.

We seek to develop an environment where all groups and individuals are treated fairly
and in a consistent way. We work within both the spirit and practice of the Equality Act
2010 by promoting a culture of trust and respect.

1.2 CACT is committed to promoting equality and equity in all areas of work
including employment and service provision. CACT will work with partners in
the community, voluntary, public, and private sectors to achieve this.

1.3 This Policy is intended to assist CACT to put this commitment into practice.

1.4 We will support our employees/workers/volunteers to implement the
principles of equality and inclusion in the delivery of our services and activities.
Compliance with this policy should also help to ensure that
employees/workers and volunteers do not commit unlawful acts of
discrimination.

1.5 CACT have an established, dedicated Staff EDI Working Group. Equality
and Equity Policy recommendations are submitted to the CACT EDI Sub-
Committee for approval, ahead of submission to the CACT Board.
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Legislation

2.1 Discrimination has been legally defined through a series of legislative acts,
including the: Disability Discrimination Act 1995; Race Relations Act 1976; and
the Sex Discrimination Act 1975.

2.2 The Equality Act 2010 updated, harmonised, and strengthened Britain’s
equality laws, and in some cases extended protection from discrimination. It
applies throughout the UK and comes into force in October 2010.

2.3 The Equality Act 2010 bans discrimination based on nine (9) areas referred
to in law as Protected Characteristics.

2.4 Discrimination refers to unfavourable treatment on the basis of ‘protected
characteristics, both at work and also in access to goods, facilities, and
services. Under the Equality Act 2010, the protected characteristics are

defined as:
¢ Age
* Disability

* Gender Reassignment

* Marriage and Civil Partnership

*  Pregnancy and Maternity

e Race!

* Religion or Belief

¢ Sex (Gender)

*  Sexual Orientation

2.5 Under the Equality Act 2010, individuals are protected from discrimination ‘on

grounds of’ a protected characteristic. This means that individuals will be protected
if they: have a characteristic; are assumed to have it; associate with someone who
has it; or, with someone who is assumed to have it.

2.6 Forms of Discrimination and Discriminatory Behaviour include the following:

2.6.1 Direct Discrimination
Direct discrimination can be described as less favourable treatment on
the grounds of one of the protected characteristics. In limited
circumstances, employers can directly discriminate against an
individual for a reason related to any of the protected characteristics
where there is an occupational requirement.
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2.6.2 Indirect Discrimination
This type of discrimination is usually less obvious than direct
discrimination and can often be unintended. Indirect discrimination
occurs when a provision, criterion or practice is applied that is
discriminatory in relation to individuals who have a relevant protected
characteristic such that it would be to the detriment of people who

1 This includes group’s defined by colour, nationality (including citizenship), ethnic or
national origins
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share that protected characteristic when compared with people who
do not.

2.6.3 Associative Discrimination
This is where an individual is directly discriminated against or harassed
for association with another individual who has a protected
characteristic (the exception to this is Marriage and Civil Partnership,
and Pregnancy and Maternity).

2.6.4 Perceptive Discrimination
This is where an individual is directly discriminated against or harassed
based on a perception that they have a particular protected.
characteristic when they do not, in fact, have that protected
characteristic.

2.6.5 Discrimination arising from Disability
When a disabled person is treated unfavourably because of something
connected with their disability and this unfavourable treatment
cannot be justified, this is unlawful. In law the unfavourable treatment
would have to be justified as ‘a proportionate means of achieving a
legitimate aim'. This type of discrimination only relates to disability.

2.6.6 Harassment
Harassment is defined as unwanted conduct relating to a protected
characteristic that has the purpose or effect of violating a person’s
dignity, or which creates an intimidating or hostile, degrading,
humiliating, or offensive environment for that person. It does not
matter whether or not this effect was intended by the person
responsible for the conduct.

2.6.7 \Victimisation
Victimisation is when an employee is treated less favourably than
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others for:
o Making an allegation of discrimination, and/or
o Supporting a complaint of discrimination, and/or
0 Giving evidence relating to a complaint about discrimination,
and/or
. Raising a grievance concerning equality or discrimination

Victimisation may also occur because an employee is suspected of
doing one or more of the above.

An employee/worker/volunteer is protected under the Equality Act
2010 if they make, or support, an allegation of victimisation in good
faith — even if the information or evidence they give proves to be
inaccurate. However, an employee/worker/volunteer is not protected
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if they give, or support, information, or evidence in bad faith —in
other words maliciously.

2.6.8 Bullying
Bullying is defined as a form of personal harassment involving the
misuse of power, influence or position to persistently criticise,
humiliate or undermine an individual.

Equality in Employment

3.1 CACT will avoid unlawful discrimination and unfavourable treatment in all
aspects of employment including recruitment, promotion, opportunities for
training, pay and benefits, discipline, and selection for redundancy.

3.2 Person specifications and job descriptions will be limited to those
requirements that are necessary for the effective performance of the job.

3.3 Candidates for employment or promotion will be assessed objectively
against the requirements for the job, taking account of any reasonable
adjustments that may be required for candidates with a disability.

3.4 CACT will consider any possible indirectly discriminatory effect of its
standard working practices, including the number of hours to be worked, the
times at which these are to be worked and the place at which work is to be
done, when considering requests for variations to these standard working
practices and will refuse such requests only if CACT considers it has good
reasons, unrelated to any protected characteristic, for doing so. CACT will
comply with its obligations in relation to statutory requests for contract
variations.

3.5 CACT will also make reasonable adjustments to its standard working
practices to overcome barriers caused by disability.

3.6 CACT will monitor the ethnic, gender, and age composition of the existing
workforce and of applicants for jobs (including promotion), and the number of
people with disabilities within these groups and will consider and take any
appropriate action to address any problems that may be identified as a result
of the monitoring process.

3.7 CACT cannot lawfully discriminate in the selection of employees/workers/
for recruitment or promotion, but CACT may use appropriate lawful methods,
including lawful positive action, to address the under-representation of any
group that CACT identifies as being under-represented in particular types of
job.

Training

3.8.1 CACT will provide Equality and Equity Training to all existing and
new employees/workers/volunteers including those likely to be
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involved in recruitment or other decision making where equality
issues are likely to arise, to help them understand their rights and
responsibilities under the Equality Act 2010.

Responsibilities

3.9.1 Every employee/worker/volunteer is required to assist CACT to
meet its commitment to promote equality and avoid unlawful
discrimination.

3.9.2 Employees/workers/volunteers can be held personally liable as
well as, or instead of, CACT for any act of unlawful discrimination.
Employees/workers/volunteers who commit serious acts of
harassment may be guilty of a criminal offence.

3.9.3 Acts of discrimination, harassment, bullying or victimisation
against employees/workers/volunteers or service users are
disciplinary offences and will be dealt with under CACT’s disciplinary
procedure. Discrimination, harassment, bullying, or victimisation may
constitute gross misconduct and could lead to dismissal without
notice.

Equality and Equity — External Partners and Stakeholders
4.1 CACT will ensure that the principles of equality diversity and inclusion
are central to our decision making when building external partnerships.

4.2 CACT will consider and take into account the ethical, social, and
equality Issues arising from proposed, new external partnerships.

4.3 CACT will assess and engage with external partners who can
demonstrate a commitment to EDI, and who align with our core values.

4.4 CACT will set out this commitment in a CACT EDI Charter — see Appendix 1
Grievances

5.1 If individuals consider that they have been unlawfully discriminated against
they may use CACT’s Grievance Procedure to make a complaint.

5.2 CACT will take any complaint seriously and will seek to resolve any
grievance which it upholds. Employees/workers/volunteers will not be
penalised for raising a grievance, even if the grievance is not upheld, unless
the complaint is both untrue and made in bad faith.
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Social Value & EDI Assessment

This assessment confirms that social value, equality, diversity, and inclusion have been

considered before approval.

Completion is mandatory and must be fully completed before the document can be

approved and published.

Examples of social value may include: improving community wellbeing, increasing access to

services, supporting local employment or volunteering, reducing barriers for
underrepresented groups, promoting environmental responsibility, strengthening trust,
fairness and accountability through clear complaints, governance, and data protection

processes, and creating positive outcomes for participants, families, and local communities.

Area Criteria Score (0-2) Key Evidence / Actions (short)
Social Value Supports community 0o 01 X2 (Brief justification or actions — max
wellbeing / local 1-2 lines)

impact
Social Value Creates opportunities | [J0 01 X2 Brief justification or actions — max
(employment, 1-2 lines)
volunteering,
engagement)
Social Value Promotes inclusion 0o 01 X2 Brief justification or actions — max
and accessibility in 1-2 lines)
delivery
EDI No disproportionate o 01 X2 Brief justification or actions — max
negative impact on 1-2 lines)
protected groups
identified
EDI Policy is accessible 0o 01 X2 Brief justification or actions — max
and inclusive in 1-2 lines)
design
EDI Risks identified and 0o 01 X2 Brief justification or actions — max
mitigated 1-2 lines)
Scoring Key
0 = No consideration or potential risk identified
1 = Partial consideration / gaps identified
2 = Fully considered with mitigation or positive impact
Overall Score & Outcome
Total (/12) Rating Required Action
[12 ] O Low (0-4) O Moderate (5-8) [Insert actions or “None”]

High (9-12)

Previous score (if
reviewed): N/A

None

/A Mandatory Governance Rule
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If any criteria are scored O or 1, ‘Required Action’ must be completed with clear actions or

justification.

Policy Owner Accountability

Check

Response

Assessment reviewed and confirmed

Yes O No

Policy Owner

Michael Seeraj- Head of EDI

Date

25 June 2026

Comments (if needed)

Brief justification or actions — max 1-2 lines)

m
Q
-
>
-
-
<
>
pa
U
m
QO
-
-
<
U
O
C
0
<




