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Introduction
This report aims to examine issues of equal opportunities, particularly focusing on cultural diversity, within employment and training practices in the UK gallery sector, to investigate schemes taking place that are tackling these issues, and to provide recommendations and guidelines for future action both for engage and for the sector as a whole.  
Research has been carried out in this area by engage, the Museums Association, Cultural Heritage National Training Organisation (CHNTO) and other bodies which highlights an under-representation of minority ethnic people within the gallery and museum sector. Some employers are addressing this imbalance through more inclusive recruitment and selection practices and also through positive action training schemes. However, there is still much work to do in this area both in terms of employment and recruitment practices, and in the training of existing staff to raise awareness and change preconceptions of diversity and equal opportunities. It is hoped that this report will inform the implementation of diversity and inclusion policies and practices within the gallery sector. Although diversity covers many areas as mentioned later, this report focuses on diversity of race and ethnicity.

Making the case for action within the gallery sector
Some statistics on the UK population as a whole help to provide a backdrop to the concerns of the gallery sector. 
The Government’s Strategy Unit report ‘Ethnic Minorities and the Labour Market’ (2003) states that ethnic minorities make up 8% of the UK population.  Between 1999 and 2009 they will account for half the growth in the working-age population. In NCVO’s ‘Making Diversity Happen’ (2003) it is reported that people from ethnic minorities make up 7.9% of the UK population and in London they represent 31%.   The Government’s Disability Rights Task Force (2003) reports that ‘11% of all people in employment are disabled’, yet the Disability Rights Commission reports that only 12% of all disabled people are in employment.  The Centre for Economic and Social Inclusion estimates that disabled people of working age make up just under a fifth of the total working age population.  

There are various areas of legislation to protect people from discrimination in employment because of their gender, race or ethnic background, disability, sexual orientation and religion.  Legislation relating to age will be introduced in 2006. These include:
The Race Relations Act 1976 made it unlawful to discriminate against a person, directly or indirectly, in the field of employment.  Direct discrimination consists of treating a person, on racial grounds, less favourably than others are or would be treated in the same or similar circumstances.
The Sex Discrimination Act 1975 sets out the basic principle that men and women should not receive less favourable treatment on the grounds of their sex or marital status. The legislation does however allow for the use of ‘positive action’ in a number of specific circumstances.
The Disability Discrimination Act 1995 made discrimination against disabled people in employment unlawful, gave employers the duty to adjust both physical features of the workplace and arrangements for work and to help disabled people to work. From October 2004 employers will be required to make reasonable physical adjustments to the workplace for both employees and potential visitors/users.
These laws add to the reasons for employers to consider the diversity of their workforce and whether there is any direct or indirect discrimination within their organisations.

Metier’s report ‘Arts and Diversity in the Labour Market’ (2002) summarises other research that has been done in this area.  It also provides some useful data, for example that 6% of the working age labour force define themselves as having work-limiting, long-term health problems or disabilities.  Metier also highlights the fact that ethnic minority groups are not distributed evenly throughout the UK with 47.6% in Greater London and 28% in the West Midlands, North West and Yorkshire and Humberside.  


In the absence of professional entry-level routes, entry to the gallery workforce has been primarily through first degrees in Art History, Fine Art and Museum Studies. This means that the workforce tends to be at present highly imbalanced in cultural diversity, disability, and gender compared to the communities it serves.
Recent research was undertaken by engage into the make-up of the gallery education workforce in the UK indicating that:  

· 85% of gallery educators are female

· 94% of gallery educators describe themselves as white

· 3% of gallery educators describe themselves as having a disability
This indicates an under-representation of males, non-white people and disabled people.  
The National Statistics Office calculated that the ethnic minority population of the UK was 7.9% based on data from the 2001 census.  The Centre for Economic and Social Inclusion reports that in 1998 ethnic minorities made up 7.4% of the economically active population.  The results of engage’s  survey of gallery educators show the percentage of respondents from minority ethnic backgrounds as 6.4%.  This is only 1% less than the economically active population.  However, there are a concentration of galleries in London and other large urban settings which have high proportions of ethnic minority populations.  Therefore, in order to represent their local populations more fully, the percentage should be higher than 7.4%.  

The disabled population is also un-represented with only 2.6% of respondents to engage’s survey having a disability.  The Government’s Disability Unit states that ‘11% of all people in employment are disabled’ in its report ‘From Exclusion to Inclusion: Final Report of the Disability Rights Task Force’ (2003).  This shows an 8.4% gap in employment trends within gallery education.  This low percentage may be partly due to the fact that many galleries have small numbers of employees and until October 2004 the DDA is not enforceable when there are less than fifteen employees.

In terms of gender, men are under-represented in the gallery education workforce.  This may be connected with the pay, status and career prospects or linked with the fact that this kind of education is often seen as a ‘women’s’ job.  As men are still often the main breadwinners in families, this situation seems unlikely to change unless the pay rates improve, especially in early careers.
These under-representations also apply to visitors of galleries and museums.
 In ‘Cultural Diversity: attitudes of ethnic minority populations towards museums and galleries’ by Desai and Thomas (1998) various reasons are raised as to why many ethnic minorities do not visit museums and galleries very often:

‘The image of museums was common across ethnic groups.  In spite of people’s awareness of the variety of museums which exist, the image was of old buildings, a quiet, reverential atmosphere and a place for intellectuals or “posh people”.  This image was stronger among those who visited museums rarely or not at all and less entrenched among the more regular visitors.  The image of art galleries was even more exclusive, and many people assumed that they would not understand the displays.  Some aspects of the image of museums and galleries were particular to ethnic minority communities.  Some Black and South Asian respondents felt museums and galleries mainly catered for middle class white people and this view was particularly strong among Bangladeshi women and Black people.’

This research relates to this study in terms of barriers to employment within gallery education which may be partly due to some of the same attitudes as those stated above.  
These issues of under-representation are explored in more detail by a gallery educator with a British Sri Lankan background. In the Museums Journal article ‘Meeting in the Middle’ (2003) Jana Manuelpillai explains the difficulty of attracting people from Asian backgrounds into museum work:
‘Many Asians will not take up a career in art galleries because it is just too unorthodox a pathway. It’s not that the arts are unimportant to the British Asian community… thousands of Asian parents are encouraging their children to take up Indian instruments… or particular Asian pastimes.…The truth is that most Asian parents encourage these pursuits, but would never consider them as careers.’
He goes on to talk about the importance of good stable careers such as medicine or law that Asian parents encourage. Asian parents and families would have to be very open-minded to support their children going into the museum or gallery world or to study European art and art history i.e. a culture that they don’t see as theirs. He says ‘For a young Asian art enthusiast to pursue a career in galleries, it will take parents that see British culture as something to learn from and enjoy as much as their own.’
As mentioned by Desai and Thomas (1998) many non-white Europeans see museums and galleries as not for them and unwelcoming.  Manuelpillai explains that ‘without a more diverse staff, museums will find it difficult, if not impossible, to communicate with ethnic minority communities without creating a sense of them and us. For an audience to believe that an institution is sincere, that organisation must epitomise diversity.’

This view is supported in ‘Contemporary Art and Multicultural Education’ Susan Cahan and Zoya Kocur (eds) (1996) which states that ‘without the affirmation of diversity, you can bring cultures together but continue to maintain a hierarchical structure, so that one culture may be considered more advanced, or valued than the others. ….In resisting diversity you are telling others that their experience is not important.’
An article from The Guardian (2003) on the Museums Association Diversify scheme says that ‘most children from ethnic minority families lack contacts and role models [in galleries and museums]. Plus, the profession is small and the jobs much sought-after, so there is never a shortage of applicants to act as an impetus for increasing diversity in recruitment policies.’




· 
· 
· 
In ‘Diversifying the Gallery Education Workforce’ (2003) engage recommended tackling this lack of diversity in the gallery education workforce in the following ways:

· Schools and universities should improve their careers guidance service in collaboration with galleries

· Gallery educators should use contact time during schools projects to discuss possible careers within galleries

· Galleries should look at setting up regular placement and internship programmes which include training and skills development

· Galleries should do more research and outreach with their local communities to raise awareness of and familiarity with galleries

The results of engage’s questionnaires suggest that the majority of galleries (93%) operate an Equal Opportunities policy in the workplace.  However, the interviews carried out suggest that some galleries are more rigorous in applying this than others.  Most outreach and targeted work aimed at minority communities seems to be done through the education departments whereas often the programming of the exhibitions does not adapt as much.  Some galleries are using methods such as placements and internships to attract a wider range of staff.  One gallery had trained all the staff in cultural diversity awareness.  However, the trend seems to be positive with more and more galleries taking these issues seriously.

Only 55% of respondents to the questionnaire wanted further training in equal opportunities in the workplace – this suggests that many of them have already undergone this type of training.  Also the majority (93%) considered themselves to be aware of cultural diversity issues in relation to their audiences.  Both these figures are positive and suggest that much is already being done in this field.  However, further training was needed in interpreting diverse arts and cultures with 88% of respondents saying they would welcome this. 







engage’s conference ‘Whose Diversity?’ held in Liverpool, October 2003 focused on issues around diversity (including disability) for gallery educators both in terms of their work with the public through education and programming, but also in terms of galleries as organisations which could be much more diverse.  Speakers emphasised the importance of the commitment to diversity being taken on by the whole organisation from the top down, including the Board and the Director. 
Femi Folorunso, Scottish Arts Council stated that there was a ‘basic human need to be equal and to be treated equally’ and as ‘citizens, all are entitled to the same rights, not dependent on nationality or other factors’.

Zoya Kocur, writer and consultant from the US, explained that ‘confusions of terminology and uncertainties mustn’t get in the way’ of organisations becoming more diverse. Often organisations find it easier to bring in the same types of people rather than different types and are more interested in economics than equality. She also emphasised that ‘acknowledging difference is not enough’, organisations must actively effect change in order to challenge the status quo. She recognised that ‘building access means sharing ownership which means losing control’ which can put some organisations off embracing diversity.
Zoya Kocur also spoke about the individual as opposed to the group, that is, even if we categorise people by their race, gender, religion etc, there is diversity within these groups. In order for museums and galleries to attract a wider range of visitors and subsequently staff, programming needs to be relevant and accessible to more people, not just white Europeans.
Laura Knill, Development Tutor, Roffey Park Insititute warned that ‘Diversity can arouse hostility and negativity’ and that ‘positive action can be uncomfortable in workplace culture’ as some people can see it as unfair or discriminatory. 
On a positive note, Knill advocated that organisations should ‘embrace diverse contributions - creativity and innovation stimulated by different views and ideas’.
Laura Knill also gave the business case for diversity in the workforce and good practice in employment, training and recruitment. Benefits to the organisation which embraced diversity could include:
· A wider pool of talent to draw from

· Access to a wider range of ideas and input

· Access to a more diverse and larger customer base

For an organisation to embrace diversity, they need to:

· Challenge the culture of the organisation and existing norms

· Make the organisation a place where a wider variety of people feel comfortable to work

· Making the work suit a wider variety of people

· Treating staff according to their individual needs
The conference as a whole challenged the audience, as people who work with other people within galleries, museums and the visual arts, to take on diversity and a culture of inclusion as a priority for their individual organisations and to seriously examine their current working practices. As Jude Kelly said, ‘we need to want change to happen for it to happen’.
Good practice in developing workforce diversity 
Employers and organisations come against many barriers to implementing inclusive diversity policies and practices. These can include worries about the amount of time and money it will involve, lack of awareness and understanding of the issues, inbuilt beliefs and prejudices, inflexible systems and lack of leadership, commitment and prioritisation.
CHNTO in its work on diversity in the workforce found that some of the key barriers to equality in the workforce are attitudes such as:

· ‘the responsibility for equal opportunities falls to the HR/personnel function

· the imperative to address equal opportunities is born out of political correctness but that there is no real benefit, other than good PR, to be gained by an individual organisation in promoting equal opportunities

· having an ‘open door’ approach (saying ‘anyone can apply to our company or use our services’) is sufficient

· where managers are aware of discrimination, they do not have the confidence to tackle the deeply held beliefs of others.’

Many employers don’t realise that diversity includes more than race, disability and gender; it also includes invisible differences such as religion, family background, class/economic background, culture, marital status and sexual orientation. These differences can stop employees working to their full ability in an organisation which does not accept and value diversity and difference.

The CHNTO report also explores benefits of diverse workforces. It states that:

‘customer research shows that visitors have a preference for staff that they feel understand their needs, or are from their own or near interest group; and employment practices in the sector appear to limit recruitment to selection of individuals from a relatively narrow range of the potential talent available.’

The Equal Opportunities Commission (EOC) states on its website:
‘Discrimination is bad for business; equal opportunities are cost effective and should be integrated into all management, personnel and employment practices. Employers have found that by putting equal opportunities into action they have had the benefit not only of compliance with the law, but also enjoy a number of other advantages including:

· Reduced staff turnover – savings in recruitment costs and training. An improvement in motivation and performance which in turn, can reduce turnover levels.

· A broadening of the ‘talent base’ which develops people’s abilities faster and further and opens up the potential for new and flexible approaches.

· Stimulates a healthy and productive working environment.

· An improved corporate image with prospective employees and customers.’

NCVO’s ‘Making Diversity Happen’ (2003) similarly states that potential benefits of successfully managing diversity will:

· ‘Demonstrate clear direction and commitment

· Mean more people benefit from your services

· Encourage trust and respect for people’s differences

· Reveal, develop, keep and attract talented people

· Highlight new opportunities in funding and recruitment

· Create a network for support and advice

· Build and maintain better relationships

· Establish an inclusive and positive image

· Minimise discrimination and inequality

· Involve and include all your people.’

The CHNTO states in its report ‘Developing Diversity in the Workforce’ that developing a more diverse workforce is a long term goal and that ‘one part of the solution is to develop the awareness and skills of the existing workforce’.




· 
· 
· 
· 
Employers and organisations have to develop a philosophy for embracing diversity and to reach a consensus about the value of organisational diversity for it to work.



CHNTO’s report advises employers that ‘a critical starting point in developing effective equality policy is identifying the characteristics of your existing audiences as well as your current and potential workforce. Audience and community research is important not only to inform you about new audience development, but also in considering how you are reaching and communicating with your potential future workforce.’ 

CHNTO recommend that employers should consider

· The organisational culture and whether it is positive in terms of equal opportunities and cultural diversity, for example is there institutional racism, are women marginalised, are some jobs only for one type of person?
· The training of all members of staff and board in equality and diversity awareness. Are all staff up to date with current legislation; do all staff understand the value of a more diverse workforce and audience?
· Recruitment and selection procedures, whether they are inclusive or exclusive. Where do you place advertisements? Does the Guardian reach everyone you would like to reach? Are your job descriptions exclusive or are they actually related to the duties of the job? Do you interview and select using equal opportunities procedures e.g. agreeing the same questions for all candidates in advance?
· Training opportunities both within and from outside the organisation. Do all staff have equal access to training and development within the organisation? Do you offer training to under-represented groups who may wish to apply for positions within your organisation?
· A skills audit of current staff. Are you missing particular skills or abilities amongst your current staff?
· Analysis of retention of staff members. Are there any particular trends, e.g. women leave when they get pregnant because of lack of flexibility and maternity leave? Is there bullying?
· Image and identity of the organisation. How is your organisation seen by visitors and potential employees? Do you appear to be inclusive and welcoming or elitist and distant?



· 
· 
· 
· 
The EOC advocates that employers should take the following ten steps to become equal opportunities employers:

1. ‘Write an Equal Opportunities policy

2. Senior management should be committed to the policy and responsibility should be assigned to a particular person or persons

3. All employees should be made aware of the policy as well as potential employees

4. An individual or group of people should be made responsible for implementing the policy and should meet regularly
5. This individual or group should be clear about their role in reference to the policy

6. All those involved in recruitment and selection should be trained in the application of the Equal Opportunities policy

7. Organisations should examine their current employment practices, policies and procedures and adapt if necessary

8. Ensure you are providing equal opportunities by gathering information on all staff to see if there is any under-representation within in any particular areas

9. Monitor recruitment and employment and movement of staff within your organisation to see if there are any trends or any discrimination taking place

10. If there has been past discrimination, take positive action to remedy this in terms of encouragement and training.’
Positive action training and encouragement is one way in which employers can address under-representation within their organisations.  Positive action has to be based on facts showing that there has been an under-representation of a specific group within the previous twelve months in a particular area of work.  This could include training in particular skills or techniques or work experience in trainee positions to enable those people to be in a better position to apply for work in that area. Positive action training cannot include or lead to actual employment outside normal recruitment and selection procedures as it would then be classed as positive discrimination and be unlawful.  Positive action encouragement can include placing advertisements encouraging applicants from a particular group where there has been under-representation in the past, but they cannot exclude people from outside those groups from applying.

Positive Action Schemes - Case Studies
The cultural sector has been very proactive in addressing diversity and equal opportunities and under-representations, however, there is still much work to do.  The following case studies feature schemes relating to employment and training for work in galleries and museums where there is an under representation of minority ethnic people and disabled people.

Arts Council England’s Fellowship and Apprenticeship Programme
Arts Council England research in mid-1990s revealed a lack of Black, Asian and Chinese arts managers in senior positions in the arts. As a result a consultation took place and the positive action placement programme, The Fellowship and Apprenticeship Programme was set up.  This programme, run by ShowHow, invites cultural organisations to host one of these professionals for twelve months.  Applications for both fellows and hosts are solicited through an open recruitment process. All hosts are required to undergo an Equal Opportunities health check and have to demonstrate up to three examples of implementation of their Equal Opportunities Policy as well as other factors. The programme targets employers interested in addressing their organisational cultural diversity practice. 
Placements are supported through training and development specifically designed to meet their needs which includes professional development opportunities, networking events, mentoring and individual or small group activities. Fellows and Apprentices will sometimes work in groups to address specific issues they face as Black, Asian, Chinese, or disabled arts managers. The 2003-4 programme offers: support for Hosts in managing diversity and regular progress meetings; one-to-one mentoring for Fellows; Action Learning Sets for Fellows; training for Fellows in arts management and leadership in the arts; networking and experiential learning events for Fellows and Hosts involving key figures from the arts and leading arts practitioners, including sessions on the arts funding system and a cultural studies visit to Amsterdam. The majority of Fellows involved so far have gone on into employment in the arts.  The scheme is now in its fourth year and ShowHow is constantly reviewing the process.


Leiza McLeod was a Fellow on this scheme based at Arnolfini, Bristol during 2001-2. She came into the scheme having had limited experience of working in galleries having worked as an exhibition invigilator.  She applied for the scheme via an advertisement in the Guardian and ‘thought it would get me back into the arts at a higher level than before my degree…the promise of management training, a mentor, learning about the inner workings of an organisation and the delivery of an education programme sounded brilliant.’ Although Leiza found the programme useful and interesting, it didn’t work out quite as envisaged as she was not able to experience all the departments in the gallery, but spent most of her time within Access and Education. Leiza is now working for an organisation which promotes Afrikan Caribbean art activity and encourages greater access to the arts in the South West.




Tate Modern’s Gallery Educator Training Programme
Tate Modern has started a new training course in 2004 for artist educators and education facilitators aged 24 or over who wish to work in gallery education.  engage was involved in initial consultations about this scheme and in its delivery. The aims of the training scheme are:

· To encourage further participation by minority ethnicity artists in arts education

· To address the skills, knowledge and experience gap that non-white artists and artist-educators have which prevents them from successfully applying for jobs within gallery education

The scheme encouraged applicants from under-represented and ethnic minority groups.  Advertisements for the course were issued to all ‘community’ press and publications such as the African Caribbean Times, The Voice as well as specialist art press such as Artist Newsletter. The course was also advertised through relevant arts organisations, universities and art colleges. 
Participants attend one evening a week and some weekends for twenty weeks and receive theoretical and practical input from a range of gallery education professionals and in a variety of different venues. They also receive work experience at one of the venues.  Participants receive £500 remuneration at the end of the course.  The course was set up because of a perceived lack of gallery/artist educators from ethnic minority backgrounds and is funded by the Arts Council England.  The ten participants all came from non white ethnic origins. There is also generally a lack of training opportunities for those wishing to become gallery educators, an issue which engage is seeking to address. 


Arts Council North West Positive Action Trainee Programme

North West Arts Board (now Arts Council England, North West) established a Positive Action Trainee Programme in 1996 which provides a comprehensive professional development opportunity for individuals from African, South Asian, Caribbean and Chinese descent, wanting to pursue a career in the arts.  The purpose of the programme is to increase the number of administrators and arts managers of African, South Asian, Caribbean and Chinese descent working in the arts in the North West; and to support the development of culturally diverse arts practice within the North West. 
The two-year programme gives trainees the opportunity to input into the work of the host organisation whilst gaining the practical and theoretical skills necessary for them to gain employment within mainstream organisations. Trainees are offered a bursary and a training allowance over the two years. Trainees are offered training, mentoring and access to a networking and support forum. Ten trainees completed the first two programmes during 1996-98 and 2000-02. For the third round ten traineeships are currently being run in ten host organisations. Nine of the original ten trainees are now in paid employment as arts managers, artists, curators and administrators in the North West.

Museums Association – Diversify Scheme

The Museums Association reported in 1998 that only 4.4% of the museum workforce came from ethnic minorities (Chinese, Asian and African Caribbean people) and states that ‘the museum and gallery workforce does not adequately represent the communities that museums and galleries are trying to serve.  Furthermore, museums are failing to take advantage of the skills and talents of a significant part of the population.’  This has resulted in their Diversify project which began in 1998 and creates bursaries and traineeships within museums and galleries for minority-ethnic individuals.  It encourages employers to set up positive action trainee schemes where these individuals can develop skills needed to work within the museum and gallery sector.
Maurice Davies, Deputy 
Director of the Museums Association and Richard Sandell, Deputy Head of the Department for Museum Studies at the University of Leicester took part in telephone interviews about the Diversify scheme. 
Diversify arose out of a general awareness of the lack of diversity within the museum and gallery workforce in the late 1990s. Richard Sandell also noticed that although there were many international students on the Museums Studies Course at the University of Leicester, there were very few from UK ethnic minorities.  Research was commissioned from an independent consultant which proved this and provided the statistics that only 4.4% of the workforce come from ethnic minorities. These statistics led to the setting up of the Diversify positive action scheme with a focus on entry level employment within the museum and gallery sector.  Legal advice was taken in the planning of the scheme to ensure that it could not be classed as positive discrimination.

Under the banner of Diversify, trainees can take part through a variety of means:

· A one year bursary place on a Postgraduate Museums Studies Course

· A one year bursary place on a Postgraduate Museums Studies Course with an extended (4 months) work placement, with two months paid work, in a participating museum

· A two year part-time bursary place on a Postgraduate Museums Studies Course alongside paid work in a participating museum

· Distance learning over two years on a Postgraduate Museums Studies Course whilst working full time in a participating museum (under development)

Currently there are placements and courses available in all but two of the English regions and in Scotland.
Participants are recruited through a variety of methods - through adverts in national newspapers such as the Guardian, through arts publications, through specialist newspapers such as The Voice and through local newspapers. The positions are also advertised through museums networks, careers services, press coverage and local radio.  Although the scheme hasn’t been greatly oversubscribed, the applicants have been of a high quality and mainly graduates from arts and humanities backgrounds, though not necessarily people who would initially consider a career in the museums sector. Trainees are given support throughout the scheme through mentoring and membership of the Museums Association.

Host museums were initially involved through existing networks, depending on the funding available. Currently funding for the museums is linked to MLA’s Renaissance in the Regions and ‘Hub’ museums are invited to apply to be hosts. The museums are asked to provide high level support for the scheme, that is, support from the Director and/or the Board of Trustees. 
So far over twenty people from minority-ethnic backgrounds have taken part in the scheme with a further eleven taking part currently.  The Museums Association aims to involve at least fifty people in the scheme by 2006.
These are examples of some of the larger regional and national schemes taking place, but many galleries and museums are improving their practices and taking positive action individually.
Conclusions and Recommendations

This report has set out the under-representations present within the gallery sector, the need for action both in terms of the law and in terms of good practice, and some possible routes of action for employers. Although some good work is taking place in addressing the lack of diversity within galleries and museums, the statistics show that there is a long way to go.  The process will be lengthy and may be challenging, but as this report has suggested, the benefits of doing so outweigh any negatives.

engage is addressing these issues by:
· Revising its diversity, disability and equal opportunities policies in consultation with experts in the field, members of the Board of Trustees and members of staff.

· Making diversity and disability key issues for the coming year and beyond.

· Carrying out research into careers advice given to school and university students and their knowledge of careers in galleries.

· Setting up partnerships between schools and galleries and universities and galleries with a view to raising awareness of careers in galleries and providing work experience.

· Writing guidelines on good practice in training, recruitment and employment for employers in galleries based on this report and other relevant research and information.

· Including information on diversity and the workforce in upcoming seminars for gallery educators.

 Key recommendations are that:
· Employers conduct an audit of their current workforce and to continue to monitor this in order to identify any areas of under-representation in relation to the community they serve.  
· Employers ensure that they have diversity and equal opportunities policies developed through internal and external consultation, and that these are up-to-date, relevant and are put into practice throughout their organisations.

· Employers consider taking part in positive action schemes such as Diversify or take action themselves if there is under-representation within their organisations.
· Employers embrace diversity through their work and programmes.
· All staff take on the commitment of ensuring that diversity is embraced within their workplace and that they are part of an inclusive culture.
· All staff recieve training in diversity awareness and Equal Opportunities.
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