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UDOIT! Dance Foundation

Equality, Diversity and Inclusion Policy

UDOIT! is committed to creating a workforce that values and fosters equality, diversity and
inclusion (EDI). We strive to ensure that all employees, regardless of age, disability, gender
reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or
belief, sex, and sexual orientation, have an equal opportunity to thrive within our
organisation. We believe that a diverse and inclusive workforce enhances creativity,
decision-making, and innovation.

UDOIT! recognises that we live in a diverse society and will be responsible for ensuring that
there is open access to all those who wish to participate in all aspects of our activities and
that everyone is treated fairly. We aim for our workforce (direct staff and contractors) to be
truly representative of all sections of society, and for each employee to feel respected and

able to give their best.

The organisation, in providing services and/or facilities, is also against unlawful
discrimination of customers or the public. The UDOIT! Board acknowledges the above

principles and is actively working towards applying and upholding them.

We extend the same principles of equality, diversity and inclusion to our partners,
customers, and stakeholders. We are committed to working with organisations and
individuals who share our values, creating and inclusive environment for everyone we
interact with. We believe that fostering respect, fairness, and understanding throughout
our relationships helps build stronger and more productive collaborations.

1. Purpose of this Equality Policy ("EP")
This policy’s purpose is to:

1.1 Provide equality, fairness and respect for all in our employment, whether temporary,
part-time or full-time.

1.2 Not unlawfully discriminate because of the Equality Act 2010 protected
characteristics of:
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* age
* disability

* gender reassignment

* marriage or civil partnership

* pregnancy and maternity

* race (including colour, nationality, and ethnic or national origin)
* religion or belief

* sex

* sexual orientation

1.3 Oppose and avoid all forms of unlawful discrimination. This includes in: *
pay and benefits

* terms and conditions of employment

* dealing with grievances and discipline

* dismissal

* redundancy

* leave for parents

* requests for flexible working

* selection for employment, promotion, training or other developmental
opportunities

2. Our commitments
UDOIT! commits to:

2.1 Encourage equality, diversity and inclusion in the workplace as they are good
practice and make business sense.

2.2 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.

2.3 This commitment includes training managers and all other employees about their rights
and responsibilities under the equality, diversity and inclusion policy. Responsibilities
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include staff conducting themselves to help the organisation provide equal opportunities in
employment, and prevent bullying, harassment, victimisation and unlawful discrimination.

2.4 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, customers, suppliers and the public

2.5 Take seriously complaints of bullying, harassment, victimisation and unlawful
discrimination by fellow employees, customers, suppliers, visitors, the public and any others
in the course of the organisation’s work activities.

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

2.7 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.

2.8 Make opportunities for training, development and progress available to all staff, who will
be helped and encouraged to develop their full potential, so their talents and resources can

be fully utilised to maximise the efficiency of the organisation.

2.9 Make decisions concerning staff being based on merit (apart from in any necessary
and limited exemptions and exceptions allowed under the Equality Act).

2.10 Review employment practices and procedures when necessary to ensure fairness,
and also update them and the policy to take account of changes in the law.

2.11 Monitor the make-up of the workforce regarding information such as age, sex,
ethnic background, sexual orientation, religion or belief, and disability in encouraging

equality, diversity and inclusion, and in meeting the aims and commitments set out in the
equality, diversity and inclusion policy.

2.12 Monitoring will also include assessing how the equality, diversity and inclusion
policy, and any supporting action plan, are working in practice, reviewing them annually,
and considering and taking action to address any issues.

3. Agreement to follow this policy

The equality, diversity and inclusion policy is fully supported by our directors and senior
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management and has been agreed with all our employees.

4. Our disciplinary and grievance procedures

4.1 Details of the organisation’s grievance and disciplinary policies and procedures can be
found in our Staff Policy Documents. This includes details of with whom an employee
should raise a grievance — usually their line manager.

4.2 Use of the organisation’s grievance or disciplinary procedures does not affect an
employee’s right to make a claim to an employment tribunal .

1% July 2025

Agreed by our Directors

Mark Guinibert

Simon Dibley

Duncan M.Evans

5. Legal Requirements

UDOIT! is required by law not to discriminate and recognises its legal obligations under, and
will abide by the requirements of, the following:

* Equal Pay Act 1970

* Rehabilitation of Offenders Act 1974

* Sex Discrimination Acts 1975, 1986 & 1999

* Race Relations Act 1976 and the Race Relations Amendment Act 2000 °

Disability Discrimination Act 1995

* Human Rights Act 1998

* Employment Equality (Sexual Orientation) Regulations 2003

* Employment Equality (Religion and Belief) Regulations 2003.

* Employment Equality (Age) Regulations 2006;

* Safeguarding Vulnerable Groups Act 2006

* Gender Recognition Act 2004;

* Equality Act 2010

* Any later amendments to the above Acts/regulations, or future including any
equivalent legislation (as amended) in any UK jurisdiction, any later amendments to
the above and to any equivalent legislation in any UK jurisdiction and any other
existing or subsequent legislation that may be relevant to UDOIT.

UDOIT! will seek relevant and appropriate advice each time this EP is reviewed to ensure it
continues to reflect the current legal framework and good practice.
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6. Discrimination, harassment and victimisation
UDOIT! recognises the following:
6.1 Discrimination can take the following forms:

* Direct Discrimination - treating someone less favourably than you would treat
others in the same circumstances;

* Indirect Discrimination - imposing requirements or conditions that appear to
apply equally to all but which, in practice can disadvantage certain sections of
the population. Such requirements or conditions are lawful only if they can be
objectively justified;

» Harassment - inappropriate actions, behaviour, comments or physical contact
that is objectionable or causes offence to the recipient. Harassment is unlawful
if directed towards people because of their sex, gender reassignment status,
race, ethnic origin, nationality, age, sexual orientation, disability or religion or
belief, or if the conduct is of a sexual nature. UDOIT is committed to ensuring
that our employees, members and volunteers are able to conduct their
activities free from harassment or intimidation;

* Bullying - a form of personal harassment. It is the misuse of power, or position,
to persistently unjustifiably criticise, humiliate and/or undermine an individual’s
confidence; and

* Victimisation - when someone is treated less favourably than others because it
is known or suspected that he or she has taken action against UDOIT under
the discrimination legislation (as previously outlined at 3.1 above) or provided
information about discrimination, harassment or inappropriate behaviour.

6.2 UDOIT! regards discrimination, harassment, bullying or victimisation, as described
above, as serious misconduct. All complaints made under clause 7 below will be taken
seriously and appropriate disciplinary action may be brought against any employee,
volunteer or member who discriminates against, harasses, bullies or victimises any other
person.

6.3 When any decision is made about any individual, the only personal characteristics that
may be taken into account are those that are consistent with any relevant legislation and are
relevant to the substance of the decision being made.

7. Responsibility, implementation and communication

The following responsibilities will apply:

7.1 The Trustees are responsible for ensuring that this EP is implemented, followed and
reviewed when appropriate. The Trustees are also responsible for ensuring that this EP is
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enforced and any breaches are dealt with.

7.2 The Chair of Trustees supported by the CEO will ensure that equality is included as an
agenda item at Trustee meetings when appropriate and that the Trustees take equality issues
into consideration when making decisions.

7.3 The CEO has the overall responsibility for the implementation of this EP.

7.4 A UDOIT! employee, designated by the CEO, has the day-to-day responsibility for the
implementation of this EP and for achieving any equality related actions resulting from this.
The UDOIT! employee's work programme will be amended to reflect this.

7.5 All UDOIT! Employees, volunteers and members have the responsibility to respect,
follow and promote the spirit and intentions of this EP. Employees' individual work
programmes will be amended to include equality related tasks, where appropriate.

7.6 This EP will be implemented immediately following Trustees’ approval. Implementation
requires the following actions:

7.7 UDOIT! will regularly review its employment practices to ensure their continuing
compliance with the relevant legislation. All recruitment material will include a link to
UDOIT’s Equality policy statements;

7.8 No job applicant will be placed at a disadvantage by requirements or conditions which
are not necessary to the performance of the job or which constitute unfair discrimination:
This provision will equally apply to any selection process for consultants, advisers and
suppliers to UDOIT!;

7.9 Consultants and advisers (and where appropriate suppliers) to UDOIT will be required to
abide by this EP. This EP will be referred to in any service level agreements or contracts
issued by UDOIT!:

7.10 UDOIT! will produce, maintain and monitor an action plan to ensure the objectives of
this EP are consistently delivered throughout all areas of the organisation: and

7.11 UDOIT! recognises that, in some cases, to further the principle of equality, unequal
effort and resources may be required. If appropriate and proportionate, UDOIT will consider
positive action or introduce special measures to assist any group which is currently
underrepresented in its membership, as employees, as volunteers or in UDOIT Activities.

7.12 This EP will be communicated in the following ways:

7.13 This EP will be part of any employee handbook (or equivalent paper or electronic
document). This EP is for guidance only and will not form part of any contract of employment



wDO

INSPIRE | ENGAGE | EMPOWER

DANCE

FOUNDATION
with any UDOIT! employee. Reference will be made to this EP in any code of conduct.

7.14 This EP will be covered in the induction of all UDOIT! Employees. Evidence that it has
been read and understood by the individual receiving the training is required to be kept.

7.15 A copy of this EP will be publicly available on the UDOIT! website and copies in other
formats can be requested from the Head Office. All members will be made aware of this EP's
existence. A notice and explanation of any revisions to this EP will be published on the UDOIT
website

7.16 Each time this EP is reviewed UDOIT! Employees and volunteers will be consulted.
Following the consultation process a notice of the changes made will be publicly available. .

7.17 UDOIT! will promote continuing personal development for all employees and
volunteers to support equal opportunities within the organisation and, where appropriate,
provide specialist facilities, equipment or training.

8. Monitoring and Evaluation

8.1 This EP will remain in force until it is amended, replaced or withdrawn. A review of this
EP will take place as and when required but not less than once every three years.

8.2 The equality action plan, created to ensure the intent of this EP is delivered, will be
reviewed by the CEO and the employee with the responsibility for its implementation
regularly, but in any event not less than once every 12 months.

8.3 On an annual basis, statistical and, if appropriate qualitative, information will be
produced by the CEO for the Trustees, and will be published internally and externally, to
show the impact of this EP.

9. Disciplinary and Grievance Procedures and other complaints
9.1 To safeguard individual rights under this EP, any UDOIT! employee, volunteer, member or
job applicant who believes they have suffered inequitable treatment within the scope of this

EP, may raise the matter through the appropriate procedure.

9.2 Appropriate disciplinary action will be taken against any employee, volunteer or member
who violates this EP.

9.3 An individual raising a grievance will not be penalised for doing so unless it is untrue and
not made in good faith.

9.4 As with all grievance procedures, the final point of appeal relating to this EP is to the
Trustees.
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9.5 Non-employment related complaints regarding this EP should be addressed to the CEO
or any other person specified on the website to be the main point of contact for matters
relevant to this EP.

10. Definitions
In this EP the following words have the following meanings:

"UDOIT! Activities": without limitation, all activities of UDOIT! Employees in the normal
course of their employment; any dancing event whether domestic or international organised
centrally by UDOIT!; any training session or camp, whether for dancing or otherwise,
organised centrally by UDOIT!; activities of UDOIT! member clubs; coaching sessions run by
UDOIT! registered teachers/coaches, or teachers/coaches operating under UDOIT! insurance
or that of an associate body; any UDOIT! organised trip whether within the UK or aboard;
any public or private meetings organised by UDOIT!; and any meetings or activities of any
UDOIT! committee, subgroup, working group or other similar body tasked by UDOIT! to carry
out certain functions for UDOIT!;

"UDOIT! Employees": any employee of UDOIT!; any member of the Trustees; anyone who is
appointed directly by the Trustees or CEO or whose appointment is required to be notified to
the Trustees, whether on a volunteer or paid basis; and anyone who works on UDOIT!
Activities whether on an employed or self employed basis who is paid from funds awarded
by Sport Wales, Sport England or any equivalent funding body whether from central or local
government or otherwise;

“Chair”; the Chairman of UDOIT!; "CEQ": the Chief Executive Officer of UDOIT!.

"Data Protection": the Data Protection Act 1998 (as amended) and any subsequent
legislation that replaces that Act, either in whole or part, any other relevant legislation
whether UK or European and any data protection policy or related documents of UDOIT!;

"Equality Policy" or "EP" this equality policy, as amended from time to time;

"Policy Statement": "UDOIT! is committed to providing equal opportunities for all and is
committed to following best practice in the welfare of young people and vulnerable adults.




