

[image: image1.jpg]HOME





EQUALITY AND DIVERSITY POLICY AND ACTION PLAN 

‘Everyone has the right to freely participate in the cultural life of the community.’ 

 Universal Declaration of Human Rights. 

This plan sets out the ways in which Greater Manchester Arts Centre Ltd trading as HOME (GMAC) will continue to meet and exceed our duties under the Equality Act and be proactive in recognising and removing barriers which people from all backgrounds may face in accessing our programme and services.  It should be considered alongside the organisation’s Mission, Vision and Values.

HOME’s Mission

We live to work with artists to produce questioning and ambitious artistic projects and involve audiences with new and extraordinary experiences in contemporary theatre, visual art and film. 

HOME’s Vision

To be an international production and exhibition centre of outstanding provocative contemporary theatre, visual art and film and an axis of experimentation at the point where they meet. To be a HOME for both artists and audiences, with a strong reputation for use of digital media communication and distribution, developing talent, audience engagement, and working creatively with communities. 

HOME Values

i. Making art which is compelling, questioning and ambitious 
ii. Experimentation and risk
iii. Creating relationships between artists and audiences 

iv. Nurturing and celebrating artists

v. Being of Manchester and the world

vi. Having a responsible business model that supports creative risk

Strategic Aims

1. Positioning HOME as a major national and international centre with a body of work and reputation for great/distinctive/diverse contemporary work

2. Developing cross artform practice that attracts new partnerships and investment

3. Creating a sustainable business model for HOME that enables artistic risk and growth

4. Building a new audience for HOME and re-positioned programme and offer
5. Establishing an organisational culture for HOME that supports the artistic ambition.
Equality and Diversity are built into the Mission, Vision and Values of HOME, above, with the emphasis on audiences, artist development, communities, engagement, reflecting Manchester, being independent and having a distinctive voice.  

HOME has been created by the merger of two organisations, Cornerhouse and the Library Theatre Company.  Both of the constituent organisations have a longstanding commitment to Equality and Diversity and a body of practice to support it.  HOME will build on the legacy of this commitment and practice.  To that end HOME has developed a set of Equality and Diversity Aims

Equality and Diversity Aims 

1)  Programme 

· To create a rich programme that is exciting because it reflects a range of artists, interests, cultures and creative practice from our community and the wider world we inhabit
2) Audiences

· To create an audience that reflects the exciting and invigorating diversity of Manchester

· To increase engagement with the work that we do from targeted groups from within our community

3) Governance

· To ensure HOME actively and meaningfully engages with Equality and Diversity practice through Board monitoring of the Business Plan, setting and achieving targets.

· To exceed the legal obligations for Equality and Diversity and fully comply with UK and European law.   

4) Leadership and workforce

· To reflect the diversity of our community in our workforce and Board and create a safe and welcoming organisation 

5) Partnerships and Collaborations

· To work in partnership to help HOME exceed its Equality and Diversity targets, learn from others and make effective use of limited resources.

These Equality and Diversity Aims for GMAC directly inform the organisation’s policy which is as follows.

Policy

1
Equal Opportunities and Diversity Policy Statement

1.1
In recognition of direct and indirect discrimination on the basis of the following protected characteristics: race, sex, sexual orientation, marriage and civil partnership, pregnancy and maternity, gender reassignment, religion or belief, disability, age and also national or ethnic origin. Greater Manchester Arts Centre Ltd (GMAC) is committed to working towards providing equality of opportunity in its employment practices, Board composition, marketing, artistic and education policies, programming and services offered to clients, user groups and members of the public.

1.2
The Board of Directors of Greater Manchester Arts Centre Ltd (GMAC) recognises its responsibilities in developing, implementing and monitoring the Equal Opportunities and Diversity Policy for the company and subsidiary company involved.

2
Objectives of the Equal Opportunities and Diversity Policy

2.1

The objectives of the Equal Opportunities and Diversity Policy are based on an awareness of the following laws

· Equality Act 2010 which from 1st October 2011 covers the following acts:
          

Sex Discrimination Acts, 1975 and 1986

              
Employment Equality (Sexual Orientation) Regulations 2003 and 2007



Employment Equality (Religion or Belief) Regulations 2003 and Equality Act  

               2006

              
Employment Equality (Age) Regulations 2006

             
Equal Pay Act, 1970

              
Race Relations Act, 1976 and its amendments 2000 & 2003


       
Disability Discrimination Act, 1995 and amendments 2005 + Disability 

               Equality Duty 2006

· Sex Discrimination (gender reassignment) Regulations and Gender    


Recognition Act 2004

· Employment Rights Act 1996

· Employment Act 2002

· Civil Partnership Act 2004

· Rehabilitation of Offenders Act, 1974

· Work and Families Act 2006

· Part Time Workers Regulations 2000

· Fixed Term Employees Regulations 2002 

2.2
The objectives of GMAC in striving to be an Equal Opportunities organisation are:

· Ensuring that no member of staff, Board member, volunteer, visitor, audience member / user group is subject to unfair or unlawful discrimination

· Ensuring that staff and Board members understand the forms and effects of discrimination

· Seeking to ensure the composition of the staff and Board reflects the demographics of Greater Manchester

· Ensuring that the premises are fully accessible for disabled people, in the ability to move around the building, use equipment (as appropriate and in line with health and safety provisions) and access services provided by the organisation

· Strengthening links with groups experiencing discrimination

· Increasing awareness within the organisation of the needs of groups which experience discrimination in order to provide relevant services

· Ensuring that issues of Equality and Diversity are central to the artistic policy, marketing policy, education and outreach policies and programmes

3
Implementing the Policy

3.1
The Chief Executive of GMAC will be responsible for developing, implementing and monitoring the policy in conjunction with the Board. The Operations Director, Senior Management Team and all permanent members of staff (part-time and full-time) will assist the Chief Executive in implementing and monitoring the Equality and Diversity Policy.  All contract and project personnel will be required to promote equality of opportunity as part of their terms of engagement.

3.2
Areas to be covered include:

· Board composition

· Employment practices and terms of employment

· Artistic Policy

· Marketing policy

· Education and outreach policy and programmes

· Training

· Monitoring

· Budget

· Action Plan

4
Board Composition

4.1
The Board of Directors will seek to develop representation at Board level to reflect a balance of racial origin, gender, disability, age, sexual orientation, religion or belief.

4.2
The Board recognises that this is a process that cannot be achieved overnight and will therefore review Board membership and representation on a bi-annual basis.

4.3
Up to one third of the membership of the Board is nominated by the local authorities.  The Board will request that the local authorities assist in achieving a balanced representation through their choice of nominees.  In other instances, should a Board member retire or resign suitable applicants from various ethnic backgrounds and disabled applicants will be particularly encouraged to consider Board membership.

4.4
The Board seeks representation that is not tokenistic and recognises that it should therefore draw on people whose knowledge and expertise enable them to speak authoritatively on the issues with which GMAC is concerned.

5
Employment Practices and Terms of Employment

5.1
All job vacancies will be advertised.  Advertisements will include ‘GMAC strives to be an Equal Opportunity organisation’.  All job applicants will be requested to complete an Equal Opportunities Monitoring Form as part of their application.  The Equal Opportunities Monitoring Form will provide information on gender, disability, ethnicity and age and will be used to inform GMAC recruitment policy and practice. The monitoring forms will be separated from candidates’ application forms and will form no part of the selection process. 

Full or part time permanent positions

5.2
The selection of candidates to be interviewed will be based on the strength of the applicants’ abilities to undertake the position.  No candidate will be refused an interview on the basis of race, religion, disability, gender, sexuality, age or cultural beliefs.

5.3
The interview process will be the same for each candidate and will be determined and agreed by the Interview Panel prior to the commencement of interviews.  GMAC will seek to provide training in interview techniques for all senior staff regularly involved in interviews.  Particular regard will be given to racism awareness training (see section on Training).

5.4
All interviewed candidates not selected for the position will be informed in writing.

5.5
All employees will be given a copy of their job descriptions and contracts for signature.  All employees will have access to a copy of the GMAC Staff Handbook.  Probationary periods, disciplinary procedures and methods for facilitation of disputes are included in the GMAC Staff Handbook.  GMAC also undertakes to advise employees of their legal right to take their case to an Industrial Tribunal and seek the assistance of the Commission for Racial Equality, the Equal Opportunities Commission or other relevant agencies in doing so.

5.6
Job contracts will seek to comply with best practice provisions, within the resources available to GMAC, in relation to:

· Instigating the qualifying period to one year for unfair dismissal

· Creating an open work environment that seeks out views of all staff

· Ensuring staff members’ right to trade union representation is protected

· Recognising a trade union which has the backing of the majority of the workforce 

· Ensuring employees have the right to trade union representation during grievance or disciplinary hearings

· Providing for continuance of contracts and seniority during maternity or parental leave (unless terminated through dismissal or resignation) and ensuring protection against dismissal or detriment for time off associated with maternity or parental leave, as defined in the Staff Manual.

· Providing a right to reasonable time off for family emergencies

5.7
All permanent full-time and part-time staff will assist the Chief Executive and the Board in implementing and monitoring the Equality and Diversity Policy.

Project work 

5.8
Depending on the scope of the programme or project, project work will be advertised locally, nationally and in some instances internationally in all appropriate media.

5.9
A small selection panel will be convened to interview candidates for specific projects. 

5.10
The selection of candidates to be interviewed will be based on the strength of the applicant's ability to undertake the position.  No candidate will be refused an interview on the basis of race, nationality, national or ethnic origin, religion, disability, gender, sexuality, age or cultural beliefs.

5.11
The interview process will be the same for each candidate and will be determined and agreed to by the Interview Panel prior to the commencement of interviews. 

5.12
All interviewed candidates not selected for the position will be informed in writing.

5.13
For small education or outreach projects, artists
 may be invited to apply to undertake short-term work.  Candidates will be interviewed by Programme Directors or other senior staff as appropriate.

          Casting: We seek to cast actors from all cultural groups and ethnicities and to provide opportunities for actors with disabilities. Casting is on the basis of individual abilities regardless of race or disability. We aim to be clear in all our communications with artists/actors and agents that we have a policy of integrated casting and welcome interviewing and auditioning actors from all communities. 

5.14
Contracts for all projects will be issued to successful candidates.

6
Access Policy

6.1
GMAC will seek to ensure that barriers to the public accessing services and/or GMAC’s artistic programmes are removed.  In achieving this GMAC will:

· Review pricing policies

· Monitor accessibility to the building, accessibility within the building and use of equipment to ensure the widest possible access by disabled people

· Review signage and language used to direct people around the building

7
Commissioning and Programme Policies

7.1
The commissioning and programme policies will seek to ensure that artists from a range of backgrounds (ethnic diversity, gender/sexuality, disability) are given the opportunity of engaging in any programmes, education and outreach projects and special commissions for GMAC exhibitions, performances and film.
7.2 
All artists and creative teams engaged by GMAC to undertake programmes will be required to promote equality of opportunities as part of their terms of engagement.

8
Marketing Policy

8.1
In marketing GMAC’s core aims and activities to the general public, education providers, artists, community and organisations and the general public, GMAC will use language that is clear, unambiguous and direct. 

8.2 
Where appropriate, languages other than English may be used or audio/video cassettes will be used, as resources permit. 

8.3 
Where relevant, GMAC written marketing will include ‘GMAC strives to be an Equal Opportunities organisation’.

9
Engagement Programmes

9.1
GMAC will strive to ensure that there is a balance in its Engagement services to enhance opportunities to arts practices for all, as well as ensuring that employment opportunities for artists are inclusive of artists from culturally diverse backgrounds and disabled artists

9.2 
All artists engaged by GMAC to undertake education or outreach programmes will be required to promote equality of opportunities as part of their terms of engagement.

9.3      Relevant diversity and disability awareness training will be provided for all freelance workshop leaders, with additional training focussing on working with specific groups organised for relevant projects.

10
Training

10.1 
Each member of staff will be acquainted with GMAC’s Equality and Diversity Policy to ensure awareness regarding the rights and responsibilities of each individual employee under the policy as well as staff responsibilities to participants in programmes, users and visitors.

10.2
The Operations Director will undertake to bring to the attention of the Board and staff appropriate training courses on Equal Opportunities and Diversity available in the region.

10.3 
GMAC will continue to seek adequate funding from its funding bodies to enable appropriate training to be undertaken.

10.4 
GMAC will seek to identify staff training needs to develop in full the skills and potential of all employees and offer training and promotion opportunities according to staff members’ abilities and without discrimination.

10.5 
All staff members will be required to attend Disability and Diversity Awareness training. 

10.6 
GMAC will seek to provide training in interview techniques for senior staff regularly involved in interviews. 
11
Monitoring

11.1
The Equality and Diversity Policy will be monitored annually to measure effectiveness of the policy.

11.2 
Monitoring will be carried out by the Chief Executive and Senior Managers and will be undertaken by:

· Recording and analysing information about applicants who have applied for permanent and project based positions through the inclusion of an Equal Opportunities Monitoring Form sent with each job application. The Equal Opportunities Monitoring Form will provide information on gender, disability, ethnicity and age.

· Keeping records of all interview processes and selection panel members for 6 months post interview date.

· Keeping confidential records on the background of current employees adding relevant information to their personnel records and monitoring progress in the organisation

· Keeping records of any disciplinary matters that arise and how these are dealt with

· Reviewing the composition of the staff and Board members and analysing visitor / audience profiles wherever practicable 

· Reviewing the quality and quantity of projects and programmes initiated or developed with community, education groups or disabled people, mixed cultural backgrounds, sexuality, gender and age ranges

· Reviewing prices charged for education and outreach workshops or exhibitions/cinema programmes

· Recognising the role of the Arts Council England, British Film Institute and the Association of Greater Manchester Authorities as external monitors

· Compiling a list of training programmes available within the region and distributing this to Board members, staff and artists engaged by GMAC.
11.3 
The Chief Executive, in conjunction with Senior Managers, will prepare a report on the development, implementation and monitoring of the Equality and Diversity Policy which will be delivered to the Board annually as part of the Annual General Meeting.

11.4 
The Chief Executive will undertake a full review of the development, implementation and monitoring of the Equality and Diversity Policy every three years in collaboration with the Board, Arts Council England, Manchester City Council, British Film Institute and the Association of Greater Manchester Authorities  

12 
Budget

Areas to be costed annually as part of budget setting include:

· Training 

· Recruitment

· Marketing - in relation to media and interpretation requirements

· Access and inclusion requirements

13
Action Plan

It is recognised that the development and implementation of the Equality and Diversity Policy will be ongoing with short-term and long-term objectives, achievable depending on resources.

This Action Plan reflects the short term and long term nature of the implementation of the Policy and will be reviewed annually in July by the Senior Management Team and the Board, see the following pages.  The plan is also cross referenced, in brackets, with the strategic aims of HOME as set out in the 2015-2018 Strategic Business Plan as shown on page 1 of this document.
	Programme
	
To create a rich programme that is exciting because it reflects a range of artists, interests, cultures and creative practice from our community and the wider world we inhabit


	Outcome
	Action
	Lead
	Resources
	Target Date
	Business Plan Reference

	25% of our programme is culturally diverse (“relevant to the lives of diverse 21st century audiences” - ACE)
	Review artistic policies
	CEO
	Programme Strategy and outline programme plans
	Review annually in May
	Programme Strategy (1,2, 3 & 4)


	Audiences
	To create an audience that reflects the exciting and invigorating diversity of Manchester

To increase engagement with the work that we do from targeted groups from within our community


	Outcome
	Action
	Lead
	Resources
	Target Date
	Business Plan Reference

	Engagement programme reaches our target groups 
	Review education and outreach programmes 

Set targets for programme development with specific organisations and individuals
	Head of Engagement
	Engagement Strategy
	Review annually in May
	Engagement Strategy
(3 & 4)

	Audience is more culturally diverse
	Review marketing polices

Set targets for audiences and diversification
	Director Marketing and Communications 
	Marketing and Communications plans 
	Review annually in May 

	Marketing and Communications (3 & 4)

	Audience is more socially diverse
	Review marketing polices

Set targets for audiences and diversification
	Director Marketing and Communications
	Marketing and Communications plans 
	Review annually in May 

	Marketing and Communications 
(3 & 4)

	All audiences can access information about HOME
	Review all current information 

Annual marketing plans to include review of all information for accessibility, distribution, suitability for purpose
	Director Marketing and Communications
	All print and web information
	At the design stage of each campaign/ season

	Marketing and Communications Strategy
(3 & 4)

	Tickets are accessible to economically disadvantaged groups and individuals
	Implement pricing strategy from Baker Richards.

Monitor impact and make changes as relevant
	Director Marketing and Communications
	Ticket information from relevant venues
	Review annually in May
	Pricing Strategy
Marketing and Communications Strategy
(3 & 4)

	The building and programme are accessible to all
	Review all access audits.

Review access work completed: draw up schedule for further work

Complete remaining access work
	Operations Director 
	Building Plans
Annual review
	All work to be complete prior to move to HOME 
However annual review to ensure access remains available to all.
	Operations 
(3 & 4)

	Staff are skilled and comfortable with supporting the access needs of audiences and participants
	Ensure all relevant staff are trained to use access lifts, induction loops, infra red systems etc

Review training needs and arrange relevant staff training

Guidance notes produced and made available

Pre move to HOME all relevant staff will be trained to use equipment on site and users information will be available 
	Safety and Operations Co-ordinator 
	All relevant documentation available and up to date
Training records completed

Training needs audit carried out annually 
	Summer 2015 and then review annually in May
	Access Strategy 
(3, 4 & 5)

	Disabled customers have agency in the provision of accessible services within HOME
	Re-convene advisory group to assist with identifying and solving any ongoing access issues.

Contact members of previous group, advertise for interested users to join
	Box Office Manager 
	Relevant contact details for groups and individuals
	Summer 2015
	Access Strategy 
(3, 4 & 5)

	HOME can meet a wide variety of access needs
	Identify staff member to continue access officer post work  

Access requirements are built into event plans events

A minimum of 1 staff member in customer facing role with basic signing skills
	Operations Director and Box Office Manager 
	Event Planning guidelines.
Full building wide access details 

Information on training courses 
	Summer 2015 and then review annually in May

	Access Strategy 
(3, 4 & 5)


	Governance
	To ensure HOME actively and meaningfully engages with Equality and Diversity practice through Board monitoring of the Business Plan, setting and achieving targets.

To exceed the legal obligations for Equality and Diversity and fully comply with UK and European law.   


	Outcome
	Action
	Lead
	Resources
	Target Date
	Business Plan Reference

	Update Board information and review Board composition
	Composition to be reviewed as part of full Board review.
Collate information on the Board composition
	CEO
	External Consultant
	October 2014

9th October 2014
	Governance Review
(1 & 5)

	Board Recruitment process is in line with best practice 
	Review of Board Job Description

Review recruitment procedure for new Board members

Review procedure with Staffing Sub Committee and Board
	CEO
	Relevant job description available 

Recruitment pack


	31st October 2014

	Governance Review
(1 & 5)

	Target recruitment of new Board members to ensure diverse profile of Board 
	Start recruitment using agreed procedure

New Board members to receive induction into organisation
	CEO
	Induction process agreed and in place 
	1st February 2015

	Governance Review
(1 & 5)

	The Equality and Diversity Action plan is current and impactful


	Regularly review the policy and action plan

CEO prepares report to 

AGM on development, implementation and monitoring of the Policy
	CEO
	 Report prepared
	Annually for AGM Annual General Meeting 
	Equality and Diversity Plan 
(1, 2, 3, 4, 5 & 6)


	Leadership and workforce
	To reflect the diversity of our community in our workforce and Board and create a safe and welcoming organisation 


	Outcome
	Action
	Lead
	Resources
	Target Date
	Business Plan Reference

	All staff to be aware of and understand GMAC Equal Opportunities and Diversity Policy
	All staff to receive copy of the revised Equal Opportunities and Diversity Policy and Plan

A copy of the policy included in all Induction Packs for new staff. Also included as part of the formal half-day induction into the organisation that all new staff receive.
	Operations Director

Operations and Safety Co-ordinator


	Copies of the plan

Induction Packs and copies of all policies 
	Annual team survey in October annually
Reviewed annually in May 
	Equality and diversity action plan 
(1 & 5)

	Ensure that all staff have participated in diversity training 
	Training needs audit to ensure that all staff have received diversity training

Build into organisational development plan

Workshops organised and delivered
	Operations Director


	Staff time

Budget £1,500
	Nov 2014 

Nov 2014

Feb 2015

 
	Transition Plan A4
(1 & 5)

	The diversity of the staff team is recorded and understood by SMT and Board
	Review and collate relevant staff data.

  
	Operations Director 


	Relevant questionnaires
	Reviewed annually in May for internal and funders information
	HR Strategy
(1 & 5)

	All job descriptions comply with Equal Opportunities Policies and include clauses on grievance procedure, disputes and facilitation, trade union representation, maternity and parental leave
	All Job Descriptions reviewed with relevant staff on annual basis and prior to move to HOME 

All Job Descriptions to be reviewed
	Operations Director 


	Job descriptions
	Reviewed annually in May 
October 2014

Changes if required completed and agreed November 2014
	HR Strategy
(1 & 5)

	Jobs at HOME attract a wide range of applicants from a diversity of backgrounds
	Review and revise job advertising and monitoring strategy

Profile applicants for GMAC posts

Review on regular basis

Revise strategy as appropriate

Equal Opportunities monitoring form included with all applications

Statistics collated from each recruitment process

Findings reviewed by HR Sub Committee

Change recruitment strategy as need identified
	Operations Director 


	Monitoring forms 
	To review in May annually
	HR Strategy
(1 & 5)

	Staff are positive about working for HOME 
	Annual staff survey 
	Operations Director / CEO
	Relevant question-aire 
	Annually in October
	HR Strategy
(1 & 5)


	Partnerships and Collaborations
	To work in partnership to help HOME exceed its Equality and Diversity targets, learn from others and make effective use of limited resources


	Outcome
	Action
	Lead
	Resources
	Target Date
	Business Plan Reference

	The diversity of HOME workforce is increased
	Work with Greater Manchester Producing Theatres and Manchester Museum’s Network on collaborative projects to increase diversity in the workforce
	CEO
	Funding for collaborative projects
	May 2016
	Business Model
(1 & 5)

	The diversity of HOME audience is increased
	Work with the Audience Agency, Greater Manchester Producing Theatres and Manchester Museum’s Network on collaborative projects to increase diversity in our audience
	Director Marketing and Communications
	Funding for collaborative projects
	Reviewed annually in May
	Business Model
(3 & 4)


� Throughout this document, the definition of ‘artist’ will cover professionals involved in fine arts, 3-dimensional installation work and sculpture, multimedia and new media work, video and film making





2 of 19

[image: image1.jpg]