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Diversity Statement 

Norfolk & Suffolk Care Support Ltd  is committed to creating a working environment that values and utilises the contribution of its employees and members from diverse backgrounds and experiences. This Diversity Procedure recognises that all people have different qualities, skills, qualifications, experience and attitudes to work, and that valuing and making the most of these differences can improve the workplace for individuals and enhance our overall performance.

What is Workplace Diversity?

The principles of workplace diversity are to:

· treat each other with respect and dignity; 

· provide a safe, secure and healthy workplace; 

· make decisions genuinely based on equity and fairness; 

· value the diversity of people; and 

· take appropriate action to eliminate discrimination. 

Workplace Diversity relates to gender, age, language, ethnicity, cultural background, disability, sexual orientation and religious belief. Diversity also refers to the myriad ways we are different in other respects such as educational level, job function, socio-economic background, personality profile, geographic location, marital status and whether or not one has family or other carer responsibilities. 

Diversity is the quality of being different and unique. N&SCS values diversity by recognising and respecting each individual’s unique attributes. Diversity will be managed by creating and sustaining an environment where everyone can achieve his or her potential.

Workplace Diversity 

People

We will respect and make best use of the diverse talents of individuals, and work towards building good working relationships. It will ensure that action is taken to eliminate discrimination and employment-related disadvantages. Measures will continue to be taken to enable women and people in designated groups to be employed through our staff selection processes that are based on merit.

We will ensure that its workplaces will be free from unlawful discrimination and harassment in any form. It will maintain appropriate standards of ethical behaviour, conduct and performance.

By valuing workplace diversity N&SCS benefits by:

· breaking down prejudices and avoiding stereotyping; 

· providing a better framework for decision making; 

· improving performance; 

· fostering good working relationships between people; 

· reducing workplace stress; and 

· ensuring fair and equitable staff selection.

Roles and Responsibilities
Individual Responsibility

We aim to create an environment where all staff and members can achieve their potential. It is everyone's responsibility to help achieve this goal and to understand our responsibilities under the relevant legislation. 

Staff are to uphold workplace diversity initiatives, regardless of their work area, classification, background, qualifications, skills or other characteristics. They must also treat colleagues and the public with courtesy and respect and neither discriminate nor harass colleagues or members of the public.

Where performance appraisal processes and agreements are in place, the commitment and contribution that employees make will be included as an appraisal assessment criterion.

Diversity Co-ordinator
The Manager has a responsibility to ensure that those in supervisory positions receive appropriate information, professional development and support to enable them to undertake their various responsibilities effectively.

Relevant Legislation

The following legislation applies and places particular responsibilities on N&SCS in relation to equality and diversity issues. 

1. Age (see the Employment Equality (Age) Regulations 2006);  

2. Disability (see the Disability Discrimination Act 1995 ); 

3. Gender (see the Sex Discrimination Act 1975 , the Equal Pay Act 1970 , and the Sex Discrimination (Gender Reassignment) Regulations 1999); 

4. Race (see the Race Relations Act 1976 ); 

5. Religion or belief (see the Racial and Religious Hatred Act 2006 , the Equality Act 2006 and the Employment Equality (Religion or Belief) Regulations 2003); 

6. Sexual orientation (see the Employment Equality (Sexual Orientation) Regulations 2003).  
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