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	Equality, Diversity and Inclusion Policy





Enterprise Enfield is committed to encouraging equality, diversity and inclusion in our working environment, in our capacity as an employer, consumer and provider of business advice and training services to clients; promoting and encouraging equal opportunities, diversity and eliminating unlawful and unfair discrimination.
The aim is for our workforce to be truly representative of the community in which we provide services and for each employee to feel respected and able to give their best. 
The organisation believes that the diversity of a community is something to be  valued and seen as a strength of the community. As a provider of business advice, workspace and training services in the local area we are committed to providing equality of opportunity and tackling discrimination, harassment, intimidation and disadvantage. We are committed to providing the highest quality standards in our enterprise support, training services and employment practice. 

The organisation aims to deliver services fairly to all sections of the community recognising the diversity of the community and respecting that. Ensuring existing and future staff and personnel have equal opportunities, taking into account their individual needs.  
Equality of opportunity for all sections of the community and workforce is an integral part of this commitment: 

The policy’s purpose is to:
· Provide good quality and efficient services and making sure that everyone has equal access to services and employment opportunities. Following ‘Web Content Accessibility Guidelines’ when possible.
· Ensure we take action to eradicate discrimination and inequality when delivering services.  
· Not unlawfully discriminate, taking into account the Equality Act 2010 protected characteristics of age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race (including colour, nationality, and ethnic or national origin), religion or belief, sex (gender) and sexual orientation.
· Consider the needs of all the communities in the methods we use for communicating with clients, employees, local people and the business community.
· Consult with people from diverse communities to help shape the services we deliver and our policies and practices.


· Oppose and avoid all forms of unlawful and unfair discrimination. For the workforce this includes pay and benefits, terms and conditions of employment, dealing with grievances and discipline, dismissal, redundancy, leave for parents, requests for flexible working, and selection for employment, promotion, training or other developmental opportunities. All employees and other personnel, whether part-time, full-time or temporary will be treated fairly and with respect.   
· Encourage equality and diversity in the workplace as they are both good practice and make business sense.
· Create a working environment free of bullying, harassment, victimisation and unlawful discrimination, promoting dignity and respect for all, and where individual differences and the contributions of all staff are recognised and valued.
This commitment includes training managers and other employees about their rights and responsibilities under the equality, diversity and inclusion policy. Responsibilities include staff helping the organisation provide equal opportunities in employment, and to prevent bullying, harassment, victimisation and unlawful discrimination.
All staff should understand they, as well as their employer, can be held liable for acts of bullying, harassment, victimisation and unlawful discrimination, in the course of their employment, against fellow employees, clients and suppliers.
· Take seriously complaints of bullying, harassment, victimisation and unlawful discrimination by fellow employees, clients, suppliers, visitors, and any others in the course of the organisation’s work activities.

Such acts will be dealt with as misconduct under the organisation’s grievance and/or disciplinary procedures, and any appropriate action will be taken. Particularly serious complaints could amount to gross misconduct and lead to dismissal without notice.

Further, sexual harassment may amount to both an employment rights matter and a criminal matter, such as in sexual assault allegations. In addition, harassment under the Protection from Harassment Act 1997 – which is not limited to circumstances where harassment relates to a protected characteristic – is a criminal offence. The Worker Protection Act 2023 is the UK law that requires employers to prevent sexual harassment in the workplace. This law came into effect on 26th October 2024.

· Monitor the make-up of the workforce and clients regarding information such as age, gender, ethnic background, sexual orientation, religion or belief, and disability to ensure they are meeting the aims and commitments set out in the equality policy.
Monitoring will also include accessing how the equality, diversity and inclusion policy and any supporting action plan are working in practice, reviewing them annually and taking action to address any issues.

This policy is fully supported by the Management Board and Senior Management Team and is reviewed annually. All Enterprise Enfield policies are reviewed yearly, this will include ensuring they do not contravene this policy and equality, diversity and inclusion legislation and guidance.   

Complaints and discrimination:

· Enterprise Enfield will not treat lightly or ignore grievances from members of disadvantaged groups on the assumption that they are over-sensitive about discrimination.
· Any employee that feels that they have been subject to discrimination by either the company, another employee or a client will be encouraged to report the issue. Any such reports will be taken seriously and will be investigated through the Grievance Procedure.
· Failure to comply with the equal opportunities and equality and diversity policies and proven acts of direct discrimination will be handled under the companies Disciplinary Procedure. 
· Any complaints of discrimination raised by a client will be taken seriously and will be handled through the Complaints Procedure. 
· Any job applicant that believes they may have been treated unfairly should raise issue with the CEO initially.
· Any incidents of indirect or inadvertent discrimination will be investigated by the Chief Executive, who will determine if they should be dealt with under the Disciplinary Procedure (or Chair of the HR Committee, if the CEO is directly involved). 
· Where incidents of victimisation and harassment by employees are proven, they will be dealt with through the Disciplinary Procedure. 
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