


FOREWORD BY CHIEF EXECUTIVE

Making Space is committed to challenging

discrimination in all its forms so I am delighted

to introduce the first Making Space Equality

& Diversity Strategy.

This strategy has been developed with Making

Space staff, service users and carers, plus our

colleagues within the 5 Borough Partnership

and the National Institute for Mental Health

in England (NIMHE), which is part of the Care

Services Improvement Partnership (CSIP).

Dave Thompson, Assistant Director

of Inclusion & Partnerships 5 Boroughs

Partnership NHS Trust, Manjeet Singh,

Programme Co-ordinator, Black & Minority

Ethnic Issues, CSIP NIMHE North West and

Dr Louise Edwards, Voluntary Sector

Co-ordinator, CSIP NIMHE North West have

been extremely supportive and informative

while working with Making Space in the

developmentof the Strategy.

Discrimination cannot be dealt with by one

organisation alone and by working in

partnership with other organisations Making

Space can demonstrate a real example

of partnership working across the sectors.

Making SpaceÕs commitment to challenging

discrimination and the inequalities that

arise from

discrimination

is highlighted

by the

introduction of

this Equality & Diversity Strategy.

Making Space aims to promote

equality, diversity and value in all

areas of our work, ensuring that

people are seen as people, regardless of their

race, religion, belief, gender, disability, ethnicity,

sexual orientation, responsibilities as a carer,

HIV status or employment status.

Discrimination and social disadvantage can be

both a cause and a consequence of mental

health problems. Unfortunately this is all too

evident in the lives of some of our service

users and carers.

The purpose of this Equality & Diversity

Strategy is to ensure that our responsibilities

as a national mental health service provider

are open and transparent, promoting an

inclusive cultural environment.

We acknowledge that this is only the first step

of what will be a long journey but we feel

that this strategy puts us on the right road to

delivering all-inclusive services that are

reflective of the needs of all service users,

carers and staff.

Making Space welcomes comments or

suggestions in respect of this document.

These will be particularly useful in the review

of this document in the next 12 months.

Elaine Parker-Johnson

C H I E F  E X E C U T I V E

Making Space
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INTRODUCTION

what is a strategy?

A strategy is a long term plan which identifies

realistic actions and priorities which concern

the business of the organisation, eg:

workforce, service provision, community and

community engagement.

what is equality?

Equality is recognising that discrimination is

unacceptable, regardless of peopleÕs race,

religion, belief, gender, disability, ethnicity,

sexual orientation, responsibilities as a carer,

HIV status or employment status.

what is diversity?

Recognising, acknowledging and valuing

differences.

what is an equality & diversity strategy?

An Equality & Diversity Strategy is a long

term plan, which aims to promote equality,

greater awareness and acceptance of

diversity. It forms part of the overall business

plan of the Organisation.

why have an equality & diversity strategy?

Making Space is committed to challenging

discrimination in all its forms and ensuring that

equality lies at the heart of everything we do.

We aim to be a fair and equitable organisation

where everyone accepts the differences

between individuals and values the benefits

that diversity brings. In line with Making SpaceÕs

strategic direction, our ambition is to

understand and respond to the needs of service

users and to positively promote diversity and

equality of opportunity, recognising that we

are here to serve a diverse society.

aims

¥ Provide services that are equally accessible to all

¥ Enhance the quality of life and challenge the

exclusion of service users, carers and

communities by delivering improved mental

health services

¥ Recruit and retain a diverse and

skilled workforce

¥ Manage and review services

through core standards

¥ To assist Making Space to carry

out its statutory functions, whilst

taking into account differences

of race, ethnicity, cultural

background, religion, belief,

disability, gender, sexual

orientation, age, employment or

HIV status, or responsibilities as

a carer and to meet the general

and specific requirements under

the Race Relations (Amendment)

Act 2000, Disability

Discrimination

Acts of 1995 &

2005 and

elements of

the Equality

Bill 2007

¥ To respond to the mandatory requirements of

Making Space and our partners

accountability and responsibility

All Making Space Employees and Board

Members will be responsible for Equality

& Diversity. The current organisational

structure is:

¥ Board of Trustees

¥ Chief Executive

¥ Directors

¥ Senior Management Team

¥ Staff Teams

The Board of Trustees and Chief Executive

are ultimately responsible for ensuring that

Making Space meets its legal and policy

obligations to Equality & Diversity.
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definition of a disabled person

Section (1) sets out the definition of a disabled

person. ÔA disabled person is a person that has

or has had a physical or mental impairment

which has a substantial and long term adverse

effect on his ability to carry out normal day

to day activitiesÕ.

disability discrimination act 2005

This Act makes substantial amendments to the

Disability Discrimination Act 1995 (see above).

The 2005 Act places a general duty on public

authorities to promote disability equality and

to have due regard to eliminate unlawful

discrimination. Those listed bodies within the

public sector will also be subject to a specific

duty of the 2005 Act. The specific duty

provides a clear framework for meeting the

general duty and includes the requirement to

produce a Disability Equality Scheme. The

Disability Equality Duty for the Public Sector

will come into force in December 2006.

the race relations (amendment) act 2000

The 1976 Race Relations Act outlawed

discrimination in employment, training, the

provision of goods, facilities and services,

education, housing and other specific

activities, but it did not cover all functions of

public authorities which could be covered.

The Race Relations (Amendment) Act 2000 is a

direct result of the Home SecretaryÕs Response

to the Stephen Lawrence Inquiry and outlawed

race discrimination in those public authority

functions not already covered by the 1976 Act.

The Act makes it unlawful to treat a person

less favourably than another on racial grounds.

This covers grounds of race, colour,

nationality (including citizenship), and national

or ethnic origin and outlaws discrimination

(direct and indirect) and victimisation in all

public authority functions.

Directors are accountable to the Chief

Executive within their areas

of responsibility.

All managers share the

responsibility for promoting

equality, eliminating unlawful

discrimination and making

reasonable adjustments in

carrying out their functions.

Staff at all levels will be

responsible for ensuring that their

behaviour at work is consistent

with strategic outcomes and

working principles.

equality & diversity Ð the framework

THE LEGISLATION

the disability discrimination act 1995

The Disability Discrimination Act was

introduced in November 1995.

Sections of the Act have been gradually

introduced and amended.

¥ Part I Definition of disability

(introduced 1996)

¥ Part II Employment (introduced 1996,

revised in 1999 and 2004)

¥ Part III Access to goods, facilities & services

(staged introduction 1996/1999/2004)

¥ Part IV Education (initial section introduced

1996, strengthened by Special

Education Needs Act 2002)

¥ Part V Public transport (gradual introduction,

main section is to be introduced

around 2015)

¥ Part VI National Disability Council

(replaced with the Disability Rights

Commission in 2000)
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¥ The right to liberty

¥ The right to a fair trial

¥ The right to respect for privacy

and family life

¥ Freedom of thought,

conscience, and religion

¥ Freedom of expression

¥ Freedom of assembly

¥ The right

to marry

¥ The right

not to be

discriminated

against Ð in

respect of

these rights and freedoms

¥ The right to own property

¥ The right to an education

¥ The right to free elections

the gender recognition act 2004

The purpose of this Act is to provide

transsexual people with legal recognition in

their acquired gender. In practical

terms, legal recognition will have

the effect that, for example,

a male-to-female transsexual

person will be legally recognised

as a woman in English Law.

On the issue of a full gender

recognition certificate, the

person will be entitled to a new

birth certificate reflecting the

acquired gender and will be able

to marry someone of the

opposite gender to his or her

acquired gender.

the civil partnership act 2004

This Act creates a new legal relationship of

civil partnership, which two people of the

same-sex can form by signing a registration

document. It also provides same-sex couples

the sex discrimination act

(as amended) 1975

This Act (which applies to women and men of

any age, including children) prohibits sex

discrimination against individuals in the areas of

employment, education, and in the provision

of goods, facilities and services. The act

describes 5 types of discrimination:

¥ Direct sex discrimination

¥ Direct marriage discrimination

¥ Indirect sex discrimination

¥ Indirect marriage discrimination

¥ Victimisation

carers (equal opportunities) act 2004

This Act was introduced on 1 April 2005 and

gives carers new rights:

¥ Section 1 of the Act places a duty on local

authorities and their partners to inform carers

of their right to a CarersÕ Assessment

¥ Section 2 ensures that when a CarersÕ

Assessment is being completed it must take

into account whether the carer works

or wishes to work, undertakes or wishes to

undertake any courses and any other

leisure activities

¥ The Act gives local authorities new powers to

enlist the help of other agencies including

health, education and other local authorities in

providing support to carers

the human rights act 1998

The Human Rights Act came fully into force

on 2 October 2000 and incorporates the

European Convention on Human Rights

(ECHR) into domestic law, on bodies ranging

from the courts and the police to local

councils and health authorities.

Summary of the Human Rights Act:

¥ The right to life

¥ Freedom from torture and degrading treatment

¥ Freedom from slavery, or compulsory labour
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who form a civil partnership with parity of

treatment in a wide range of legal

matters withthose opposite-sex

couples who enter into

a civil marriage.

employment equality (religion

or belief ) regulations 2003

These regulations outlaw

discrimination (direct

discrimination, indirect

discrimination, harassment and victimisation)

in employment and vocational training on the

grounds of religion or belief. The regulations

apply to discrimination on grounds

of religion, religious belief

or similar philosophical belief.

employment

equality

(sexual

orientation)

regulations

2003

These regulations outlaw

discrimination (direct

discrimination, indirect

discrimination, harassment and

victimisation) in employment and vocational

training on the grounds of sexual orientation.

The regulations apply to discrimination on

grounds of orientation towards persons of the

same sex (lesbians and gay men) and the same

and opposite sex (bisexuals).

sex discrimination (gender reassignment)

regulations 1999 

These regulations are a measure to prevent

discrimination against transsexual people on

the grounds of sex in pay and treatment in

employment and vocational training. They

effectively insert into the Sex Discrimination

Act a provision to extend the Act, insofar as it

refers to employment and vocational training,

to include discrimination on gender

reassignment grounds.

employment equality age regulations 2006

This legislation will make it unlawful to

discriminate against anyone in relation to his

or her age and employment. Key issues

whilst applying this legislation include

recruitment and selection offering equal

opportunity regardless of their age, offering

equal access to training opportunities

regardless of age, acknowledgement of long

service and supporting staff that have

caring responsibilities.

the equality bill

The Equality Bill was re-introduced in

Parliament on the 19 May 2005. The BillÕs main

provisions include the creation of the

Commission for Equality and Human Rights

(CEHR) which would give individuals suffering

from discrimination easier access to support

and provide employers and service providers

with improved advice and information in a

one-stop-shop. The purpose and functions of

the CEHR will be defined in the Bill; to make

unlawful discrimination on the grounds of

religion and belief in the provision of goods,

facilities and services, education, the use and

disposal of premises, and the exercise of

public functions; and to create a duty on public

authorities to promote equality of opportunity

between women and men (Ôthe gender dutyÕ),

and prohibit sex discrimination in the exercise

of public functions. This will also include a

specific duty on public bodies to produce a

Gender Equality Scheme.
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The Government has also announced

forthcoming legislation to outlaw

discrimination on the grounds of age by

December 2006.

other influences to equality & diversity

¥ Mental Health & Social Exclusion Report 

¥ Inside Outside:

Improving Mental Health Services for Black

and Minority Ethnic Communities in England

¥ Delivering Race Equality:

A Framework for Action

¥ The independent inquiry into the death of

David ÔRockyÕ Bennett 

progress towards equality & diversity

In 2005 Making Space contacted CSIP NIMHE

North West and 5 Boroughs Partnership NHS

Trust to form a collaboration to assist in

developing a Making Space Equality &

Diversity Strategy. The focus of the

collaboration was to ensure the smooth

co-ordination, governance and accountability

of the project and each of the partners agreed

working arrangements to implement the

project over an agreed period of six months.

collaborative aims

¥ Assist Making Space in developing an Equality

& Diversity Strategy

¥ Oversee the development of the project

during the six months

¥ Map where the organisation is now, where

they want to be, what steps they need to take

to get there and how will they know when

they have arrived

¥ To consult with key stakeholders regarding

the strategy

¥ Develop the strategy

¥ Provide training in Equality & Diversity

including current legislation

¥ Develop processes to ensure mandatory and

continuous training in Equality & Diversity

¥ Identify appropriate personnel including

service users and carers to receive Ôtrain the

trainerÕ training in equality and diversity

¥ Provide Impact Assessment Training on

Equality & Diversity

¥ Review and impact assess

existing policies relating to

recruitment, anti-discriminatory

practise, bullying and

harassment

and improving

working lives

¥ Develop

mechanisms to

support other

voluntary sector agencies in developing

Equality & Diversity

¥ Implement the Strategy

A Diagnostic exercise was

carried out on a large sample of

Making Space staff to ascertain

where the organisation stood

with regards to Equality

& Diversity.

A number of consultation events

took place

with Making

Space staff,

members,

service users

and carers to

find out what they wanted to see

in the strategy.

The main findings from the

consultations were that

delegates wanted the strategy to be:

¥ Clear and understandable; simple language

with no jargon

¥ Available in different formats

¥ Manageable and not too lengthy

¥ Workable
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Within the strategy those consulted stated

they wanted:

¥ Definition of what is Equality

& Diversity

¥ Commitment from all the

Board of Trustees and

Executive Team

¥ Review and reporting

procedures

¥ Complaints and Compliments

procedures

¥ References to relevant legislation

Making Space is introducing Equality &

Diversity Training which will be compulsory

for all staff and all relevant Making Space

policies and procedures will be impact

assessed to ensure they are in line with

Equality & Diversity requirements.

what must Making Space do to meet its

legal obligations under the general

and specific duties of the race relations

(amendment) act 2000?

Under the Race Relations (Amendment) Act

2000 there is a Ôgeneral dutyÕ to promote race

equality. This means that in everything Making

Space does it should:

¥ Eliminate unlawful race

discrimination

¥ Promote

Equality &

Diversity

¥ Promote

good race

relations

between people of different

racial groups

what must Making Space do to meet

its legal obligations under the general

and specific duties of the disability

discrimination act 2005?

Under the Disability Discrimination Act 2005

there is a Ôgeneral dutyÕ to promote disability

equality. This means that everything Making

Space does should:

¥ Eliminate unlawful disability discrimination

¥ Eliminate unlawful harassment of

disabled people

¥ Promote equality and diversity between

disabled people and other people

¥ Promote positive attitudes towards

disabled people

¥ Encourage participation of disabled people in

public life

Making Space embedding principles 

¥ Making Space will commit to compulsory

Equality & Diversity Training for all staff and

members of the Board of Trustees

¥ Making Space will carry out an Impact assessment

of all relevant policies and procedures

¥ Equality & Diversity will become an integral

part of staff induction and development.

how will the equality & diversity strategy

be monitored, reported and reviewed?

An Equality & Diversity Action Group will be

formed and will meet quarterly, with

representation from the following groups,

plus partner organisations as required:

¥ Trustees

¥ Directors

¥ Personnel

¥ Members

¥ Service Users

¥ Carers

¥ Staff

There will be a reporting processes in place for

Input from team meetings, scheme meetings,
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user meetings, members meetings and carersÕ

groups along with regular input from Senior

Management and Executive Teams which will

regularly link with the Board of Trustees.

There will be a section about Equality &

Diversity incorporated into the OrganisationÕs

Annual Report.

complaints, concerns and compliments

Making Space is committed to dealing with

any concerns or complaints from those

accessing our services or staff employed by

the organisation.

There is an organisational complaints

procedure for service users, carers and

members that clearly sets out how complaints

are dealt with.

Staff who wish to raise a concern or make a

complaint would be required to follow the

internal systems in place which are set out in

their contract of employment.

All complaints will be monitored for Equality

& Diversity Issues and any concerns will be fed

into the Equality & Diversity Action Group.

the future Ð what next?

¥ On-going, mandatory Equality

& Diversity training programme

for all staff

¥ Impact assessment of all relevant

Making Space

Policies and

Procedures

¥ The strategy

will be

monitored and

reviewed annually

¥ Making Space workforce and

service delivery will be

monitored

¥ The organisation will work in partnership with

the wider services

¥ There will be a Commissioners Event where

all partners will be invited to

discuss their requirements

around Equality & Diversity

¥ Organisation-wide assessment

of community demographics in

areas of operation

Nafhesa Ali
Stephen Allerton
James Allsop
Linda Anderson
Andrew Atkinson
Lynn Aytekin
Tommy Barratt
Mrs M C Bazil
Shiela Benns
Bill Berry
Justine Bilton
Cathy Bolton
Paul Bonnell
Anne Bradbury
Mark Bradbury
Norman Bradbury
William Bristo
Sita Bhunjun
Elizabeth Butler
Margaret Campbell
Becky Casstles
Emma Clarkson
Tokumbo Cole
Sue Coppack

Mags Crook
Val Croft
Jackie Croft
Karen Daly
Alex Dawson
Juliet Davenport
Andy de Vares
Linda Dearden
Lisa Dooley
Robin Dunning
Simon Evans
Bernadette Fisher
Denise Flannery
Carmel Gittens
Alan Grant
Barbara Grant
Sylvia Grey
Jane Hammond
Liz Hartley
Ian Harrison
Julie Hemsley
Joann Hepburn
Kath Holland
Tony Johnson

Trevor Jones
Wyn Jones
Nazia Khatoon
Sylvia Kelly
Maria Kerswill
Debbie Latouche
Tom Lawman
Donna Lawrenson
Ann Lowe
Sue McCabe
Janice McCutcheon
Ian Mellor
Maria Milling
Sue Moore
Kirsty Morley
Dan Nearney
Julie Nelson
Glyn Norman
Ben Ogden
Margaret Parker
Cath Parkman
Shane Parnell
Julie Parton
Jackie Payne

Kamalkit Panesar
Jimmy Peplow
Susan Portman
Diane Prescott
Maureen Quinn
Debbie Robson
Cath Roe
Hayley Rowson de Vares
Debbie Samuels
Brian Scott
Andrea Sharpe
Lynda Shepley
Ed Sherwood
Mark Shrimpton
Jeff Simpson
Mike Simpson
Alan Smith
Paul Smith
Sal Southard

Janet Sparks
Carol Spencer
Denise Steed
John Strickland
Lynn Sweeney
Pat Taylor
David Thompson
Tina Thompson
Kath Towse
Jayne Trofa
Louise Vickers
Maureen Walsh
Jane Ward
Roy Warman
Heather Whittle
John Williams
Mark Wilson
Sharon Wright

We would like to thank the following Making Space Staff, Members, Service Users

and Carers who all participated in the consultation process which was integral

in the development of the Making Space Equality & Diversity Strategy.
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APPENDIX:

Areas of Operation:

Demographics from census figures etc. in

areas of operation to highlight the different

challenges we face as an organisation.

Chinese or other ethnic
group: Other ethnic group

Chinese or other
ethnic group: Chinese

Black or Black British:
Other Black

Black or Black British:
African

Black or Black British:
Caribbean

Asian or Asian British:
Other Asian

Asian or Asian British:
Bangladeshi

Asian or Asian British:
Pakistani

Asian or Asian British:
Indian

Mixed: Other Mixed

Mixed: White and Asian

Mixed: White and Black
African

Mixed: White and Black
Caribbean

White: Other White

White: Irish

White: British

0.2 0.1 0.3

0.1 0.1 0.1

0.7 0.1 0.8

0.2 0.2 0.3

0.2 0.1 0.1

0.6 0.0 0.2

1.1 0.0 0.0

14.5 0.1 0.5

2.7 0.2 1.8

0.2 0.2 0.2

0.6 0.1 0.3

0.1 0.2 0.1

0.6 0.3 0.7

1.5 0.5 1.3

0.7 0.6 2.1

76.1 97.3 91.3

Religion Not Stated

No Religion

Other Religion

Sikh

Muslim

Jewish

Hindu

Buddhist

Christian

8.1 8.1 6.7

13.3 5.8 12.1

0.2 0.0 0.2

1.0 0.0 0.8

16.1 0.2 0.8

0.1 0.0 0.2

1.0 0.1 0.9

0.1 0.1 0.2

60.1 85.6 78.2

Of those providing care
how many provide
over 50 hours a week

Population which
provides unpaid care 10 12 11

22 31 18

The following population percentages are from the
2001 Census*. We have selected three areas in which
we operate which highlight the different challenges
faced by Making Space around Equality & Diversity
across our area of operation.

Percentage of people providing voluntary care to look
after, help or support familymembers, friends,
neighbours or others affected by long-term physical
or mental ill-health or disability, or problems relating
to old age.

* Making Space acknowledge that there are recognised
concerns about the statistics from the 2001 Census
not being truly representative of the demographics of
local communities.

B K S

B K S

B K S

KEY

B = Bradford K = Knowsley S= Solihull
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