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1. ABOUT THIS POLICY 

1.1 This policy applies to Good Vibrations’ trustees, staff, contractors, volunteers and participants. 

1.2 It sets out our approach to diversity and inclusion, ensuring equal opportunities, and 
preventing discrimination, and applies to all aspects of employment, contracting and 
volunteering with Good Vibrations.  

1.3 The Diversity and inclusion strategy in the appendix details our draft plan for further 
embedding diversity and inclusion in all aspects of our work. This policy will be updated by the 
end of 2021 to incorporate policy and procedures changes that grow out of this work. 

1.4 The Executive Director is responsible for this policy. 

1.5 It does not form part of any employee's contract of employment, or any freelancers contract, 
and we may amend it at any time. 

2. SHARING POWER AND PRIVILEGE – OUR APPROACH AS AN ORGANISATION 

2.1 Discrimination and an imbalance of power and privilege exist in many areas of our society. We 
are committed to playing our part in eliminating discriminatory practices and removing 
barriers to equality of opportunity wherever possible. Our aim is to be a diverse and inclusive 
organisation, good at creating equal opportunities and sharing power and privilege.  

2.2 Our approach, values and activities are inclusive and we work with a diverse range of people. 

2.3 We use our best endeavours not to discriminate on the grounds of protected characteristics 
such as race, ethnicity, gender, marital status, sexual orientation, age, disability, religious or 
political beliefs, employment status, trade union membership or socio-economic status.  

2.4 We are committed to promoting equal opportunities in employment, contracting and 
volunteering. Team members and job applicants receive equal treatment regardless of any 
protected characteristics they may or may not have. 

2.5 However, we are not as diverse an organisation as we want to be.  Presently, our team is not 
yet as representative of the people we work with, in terms of lived experience and 
demographics. 

2.6 We see opportunities to become more inclusive in our work and to contribute more to the 
even distribution of power and privilege across society. We are committed to enhancing this 
aspect of our work, and central to this will be the implementation of our Diversity and inclusion 
strategy, the beginnings of which is included as an appendix to this document. 

2.7 There will be lots of learning for us as an organisation, difficult conversations, and barriers to 
overcome as we develop this work. We don’t yet know what all the barriers are or exactly 
what we need to learn and do better. There is much to discuss, reflect on and implement with 
participants, communities we work with and partners in this space. 

2.8 We are committed to taking an open, honest, kind, non-judgemental approach to this work. 
We want to resource it well, acknowledge shortcomings, value lived experience, challenge 
ourselves, put ourselves in other peoples’ shoes, be wary of decisions that don’t include the 
voices of diverse people, and remember that people may be more diverse than they seem. 

3. EQUAL OPPORTUNITIES AND DISCRIMINATION – YOUR RIGHTS AND RESPONSIBILITIES 

3.1 You must not unlawfully discriminate against other people, including employees, contractors, 
volunteers, participants and partners, when you are in the workplace, or outside the 

https://www.equalityhumanrights.com/en/equality-act/protected-characteristics


2 

workplace carrying out work-related trips, meetings, events or activities. It is against the law 
to discriminate against anyone because of protected characteristics. 

3.2 You are protected from discrimination at work, and you are legally protected from 
discrimination by the Equality Act 2010.  

3.3 The following forms of discrimination are prohibited under this policy and are unlawful: 

(a) Direct discrimination: treating someone less favourably because of a protected 

characteristic 

(b) Indirect discrimination: a criteria or practice that applies to everyone but adversely 

affects people with a protected characteristic more than others and is not justified  

(c) Harassment: see our Anti-harassment and anti-bullying policy for further details 

(d) Victimisation: retaliation against someone who has complained or supported 

someone else's complaint about discrimination or harassment 

(e) Disability discrimination: any unjustified less favourable treatment because of the 

effects of a disability, or failure to make reasonable adjustments to alleviate 

disadvantages caused by a disability 

3.4 In terms of action against discrimination, you can do something voluntarily to help people with 
a protected characteristic through positive action. Taking positive action is legal if people with 
a protected characteristic are at a disadvantage, have particular needs or are under-
represented in an activity or type of work. 

4. DIVERSITY, INCLUSION AND UNCONSCIOUS BIAS 

4.1 Diversity is about difference, variety, representation and individual traits that make people 
unique. Diversity recognises these differences, and acknowledging the benefits of it. Inclusion 
is where differences are valued and everyone can belong, thrive, and be themselves, through 
the social norms and behaviours that allow people to feel welcome. This includes removing 
barriers, ensuring everyone has a stake and an influence, no matter what their circumstances 
or background. Interpretation of diversity and inclusion differ from person to person, but you 
need both diversity and inclusion to have a successful organisation. 

4.2 Everyone develops unconscious biases as a result of their upbringing, life experiences and 
work. They are forever changing and completely natural. However, people tend to be more 
susceptible to their unconscious biases when they have to make quick decisions. We ask you 
to be open-minded, objective, and to challenge your own preconceptions at moments when 
unconscious biases might be at play. Unconscious biases include: 

(a) Confirmation bias: you pay more attention to things that back up your beliefs than 

contradict them  

(b) Halo/horns effect: your global impression of someone makes you view everything else 

about them more favourably 

(c) Clone effect: you met someone similar before, and so assume they might be the same 

(d) Negative information bias: you equate one bit of negative information about someone 

with three bits of positive information about them  

(e) Enthusiasm for competence: you mistake likeability for competence 

(f) Attribution error: you assume the fault lies with the individual, not their circumstances 

https://www.equalityhumanrights.com/en/equality-act/protected-characteristics
http://www.legislation.gov.uk/ukpga/2010/15/contents
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5. WHY BECOMING MORE DIVERSE AND INCLUSIVE IS IMPORTANT 

5.1 Diversity, inclusion, and non-hierarchy are central to our mission. We talk about equality and 
everyone being treated equally so we need to be seen to actively be doing it. 

5.2 The more representative our team becomes of our diverse participants, the better placed we 
are to understand them and their experiences, and to be able to serve them more effectively. 

5.3 The more diverse we become, the more people seeing that will feel included and engage with 
us. 

5.4 Through bringing more participants onto our team and supporting them onto leadership roles 
in the sectors we work in, we are making a positive difference to the more even distribution 
of power and privilege across society. 

5.5 Recruiting people from more diverse backgrounds brings in a broader talent pool, and fresh 
ideas and experiences that help us foster innovation, deal with upheaval and capitalise on 
opportunities.  

5.6 Bringing a more diverse range of people into our organisation and winning the trust of 
different communities will help us get closer to new participants, partners and commissioners 
and to develop more tailored services with them.  

6. RECRUITMENT AND SELECTION 

6.1 Good Vibrations is an equal opportunity employer and all appointments will be made 
following safer recruitment guidelines with employment contracts being offered to suitable 
candidates who meet the requirements of the role, including satisfactory Enhanced DBS 
clearance and references being obtained. 

6.2 Recruitment, promotion and other selection exercises are conducted on a merit basis, against 
objective criteria that avoid discrimination. Shortlisting is done by at least two people and 
interviews are carried out by a diverse recruitment panel. 

6.3 Vacancies are advertised widely to a diverse range of audiences and adverts avoid 
stereotyping or wording that may discourage particular groups from applying.  

6.4 Role descriptions contain a diversity and inclusion statement aimed upfront: “Good Vibrations 
is an inclusive and flexible employer. We actively encourage people from diverse backgrounds, 
including those with criminal records, to apply for this job. If you have any questions or 
additional support needs relating to the recruitment process, please get in touch.“ 

6.5 Job applicants are not asked questions which might suggest an intention to discriminate on 
grounds of a protected characteristic. 

6.6 We share a resource about avoiding unconscious bias with all those carrying out interviews. 

6.7 Job applicants are not asked about health or disability before an offer is made, except in the 
very limited circumstances allowed by law e.g. to check the applicant could perform an 
intrinsic part of the job (taking account of any reasonable adjustments), or to see if any 
adjustments might be needed at interview because of a disability. Where necessary, job offers 
can be made conditional on a satisfactory medical check. Health or disability questions are 
included in equal opportunities monitoring forms, but these are not used for selection or 
decision-making purposes.  

6.8 We use a standard application form for recruitment. The personal details applicants submit 
on page one, together with their completed equal opportunities monitoring form are kept 
separate from the rest of their application so the recruitment panel who assess their 
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application and shortlist for the role, can do so solely on the information they provide on the 
following, non-personal detail related, pages of the form. The fact that we follow this 
procedure is communicated on the form to applicants. 

6.9 We include a section on fair chance recruitment in the application form in which we explain 
that we defer asking applicants questions about the following until the point at which we make 
conditional job offers and take up wider pre-employment checks:  

(a) Have you been the subject of formal disciplinary action by your current employer?  

(b) Are you the subject of ongoing disciplinary proceedings by your current employer?  

(c) Have you been the subject of any formal disciplinary action by a previous employer or 

were you the subject of incomplete disciplinary proceedings when you left?  

(d) Have you ever been subject to any sanctions imposed by a professional body?  

(e) Are you currently the subject of any police investigations?  

(f) Do you have any unspent criminal convictions? 

(g) Are you on the Disclosure and Barring Service’s Adults’ or Children’s Barred Lists as 

someone barred from engaging in regulated activity? 

(h) Do you, or have you ever suffered from any medical condition which could affect your 

ability to carry out this role? 

6.10 In the application form we make it clear that we will take all reasonable steps to remove any 
barriers they may otherwise face when attending interview.  

7. DISABILITIES 

7.1 If you are disabled, become disabled, or have specific health-related requirements, we 
encourage you to tell us about your condition so that we can consider what reasonable 
adjustments or support may be appropriate. 

8. PART-TIME AND FIXED-TERM WORK 

8.1 Part-time and fixed-term employees must be treated the same as comparable full-time or 
permanent employees and enjoy no less favourable terms and conditions (on a pro-rata basis 
where appropriate), unless different treatment is justified. 

9. BREACHES OF THIS POLICY 

9.1 We take a strict approach to breaches of this policy, which will be dealt with in accordance 
with our Grievance, disciplinary and capability policy. Serious cases of deliberate 
discrimination may amount to gross misconduct resulting in dismissal. 

9.2 If you believe that you have suffered discrimination you can raise the matter through our 
Grievance, disciplinary and capability policy or Anti-harassment and anti-bullying policy. 
Complaints will be treated in confidence and investigated as appropriate. 

9.3 You will not be victimised or retaliated against for complaining about discrimination. However, 
making a false allegation deliberately or in bad faith will be treated as misconduct and dealt 
with under our Grievance, disciplinary and capability policy. 
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10. PUTTING THIS POLICY INTO PRACTICE 

10.1 As standard, Good Vibrations Executive Director will ensure this policy is reviewed every two 
years to check it is robust, in line with legislation and accurate. Trustees will be asked to 
approve each iteration of the procedure.  

10.2 However, Good Vibrations is committed to focusing in detail of this area of work in 2021 and 
updating this policy and procedures with new and updated procedures that have been put in 
place, by the start of 2022. 

10.3 Staff, contractors and trustees embarking on work with Good Vibrations are required to read 

the organisations full range of policies and procedures, giving confirmation they have read 
and understood them and will adhere to them in their Good Vibrations work. 

10.4 Volunteers embarking on work with Good Vibrations are required to read the policies and 
procedures, set out in the Volunteer handbook, giving confirmation they have read and 
understood them and will adhere to them in their Good Vibrations work. 

10.5 Good Vibrations will provide regular opportunities for training and discussion about the 
practical implementations of this policy to take place with the team. 

10.6 Good Vibrations will operate this policy in conjunction with the equal opportunity and 
diversity policies of any partner organisations hosting Good Vibrations activities. 
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11. APPENDIX ONE: FIRST DRAFT OF OUR DIVERSITY AND INCLUSION STRATEGY 

ACTIVITY TO TAKE PLACE SPECIFIC TOPICS/ACTIONS 

Conversations, 
training and long-
table discussions, 
with a diverse range 
of people – then 
agree a plan for how 
Good Vibrations 
should respond to 
them 

 

1. How we measure and manage the diversity we already have 

2. Is music a pursuit and occupation for the privileged? What do we 

mean when we talk about wanting to Share power and privilege? 

3. Unconscious bias 

4. Are our networks limited? How do we widen them to be more 

diverse and inclusive? 

5. Different experiences of barriers and how they operate in practice 

6. What is the difference between equality, diversity and inclusion, and 

anti-racism or anti-ableism etc.? 

7. Where we have tried to diversify, what have we learnt about what 

worked and what didn’t? And what have others learnt about this? 

8. What role can participant advisors play? How to achieve? 

9. Black Lives Matter, white privilege, empire, class, cultural 

appropriation, sharing power and privilege 

10. How can we support participants (and people more representative 

of our participants) to become trustees, facilitators and staff with us? 

11. We are not as diverse an organisation as we want to be.  Presently, 

our team is not yet as representative of the people we work with, in 

terms of lived experience and demographics. How shall we go about 

setting ourselves a goal or establishing good benchmarks for this?  

Commitments made 
during our diversity 
and inclusion 
discussions and 
training with the 
team in 2020 

 

12. Offer regular volunteering and traineeships to past participants  

13. Recruit past participants/people more representative of them onto 

the Board of Trustees 

14. Track the reach of our recruitment in terms of diversity 

15. Enhance our recruitment and career progression programmes for 

under-represented groups. Recruit in different ways, e.g. through 

networks, participants, and World Music connections. Create 

accessible pathways for participants into leadership roles 

16. Invest in more training in this area 

17. Enhance our participant Equal Opps Forms, e.g. asking them how 

they feel about Good Vibrations in relation to diversity and inclusion. 

18. Do an anonymous workforce survey, monitoring diversity and lived 

experience compared with our participant makeup. Allow “Prefer 

not to say” as an option, and leave some open ended options.  
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19. Put in place systems for listening to people’s experiences and 

barriers to understand them, and allow them to shape our services. 

20. Better establish/organise our Participant Advisory Group 

Further proposed 
actions  

21. Come up with our plan for leading positively by example in relation 

to diversity and inclusion in the sectors we work in. 

22. Develop a diversity and inclusion strategy with targeted plans, 

realistic goals, monitoring and people to champion it. Co-produced 

by participants, team and partners. 

23. Build up a bank of training, networks and resources we can turn to 

for support with diversity and inclusion.  

24. Check we are incorporating diversity and inclusion into external 

communications, e.g. our website, recruitment materials, team 

pages, social media channels, and annual reports. 

25. Articulate and communicate our strategy for diversity and inclusion 

and how we intend to achieve it.  

26. Further integrate this work into our risk management procedures. 

27. Expand our Diversity and inclusion SWOT analysis below with a 

diverse range of people inputting:  

Threats to include: Guilt makes it difficult to have these 
discussions at the depth we need to have them; Charities are 
fundamentally based on the powerful helping the less 
powerful; People are unsure how we should talk about this and 
what language they should use; High level music study and 
music careers are often for people with privileged 
backgrounds; Challenging issues and taboos around 
neurodiversity and sexual orientation in prisons, some of 
which are endemic in society. 

Weaknesses to include: Our workforce is not representative of 

our participants in some ways, e.g. in terms of ethnicity and 

class; We are small and niche and this gives us some 

limitations; Freelance facilitation work is sporadic so perhaps a 

less viable option for people needing more stable work; We 

don’t know what all the barriers are; We need to better 

understand what has worked in terms of being more inclusive 

and diverse before and what hasn’t worked. 

Strengths to include: Our approach, values and activities are 

very inclusive; We work with a very diverse range of people; 

Our trustees, facilitators and staff have already agreed on 

some good ideas about we should do in this area and the 

approach we want to take; Lots of good ideas shared about 

people we can talk to and organisations who are doing this well 
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Opportunities to include: Our participants, team and partners 

have expertise in this area (e.g. Sound Connections, Music in 

Detention, and Shannon Trust) so we should make use of this 

to develop our plan; Organising for our team to get more 

access to training (e.g. from Clear Company/Charity So White) 

and books on this subject (e.g. Me and white supremacy). 

 


