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1. Introduction

1.1. Opening Statement

Outside Edge Theatre Company (OETC) aims to create innovative theatre that inspires change
and delivers activities that help people affected by substance misuse. Our work challenges
stigma and provides recovery support for those impacted by harmful addictive behaviours.
Through talent development and arts engagement OETC brings unheard voices to the stage and
empowers people to play a leading role in their journey to recovery.

We champion the dignity of the underrepresented members of society and, with this in mind,
OETC commits to create work and foster employment practices that are inspired by a
comprehensive policy of inclusion, diversity, equality and equity. These values are fundamental to
our core values and sit at the heart of our vision for the world we want to inhabit.

Everyone is welcome at OETC regardless of their age, race, gender or gender identity, beliefs,
sexual orientation, disability status or any other characteristic protected or not, except for where
our policy requires otherwise. It is our commitment to promote the health and wellbeing of our
Service Users and potential Service Users. In order for us to achieve our aims it is necessary for
us to remain aware that different demographics of people face particular barriers and challenges.
It is our responsibility (as far as possible) to remove those obstacles that exist. This is work that
will be forever ongoing and constantly changing as barriers and challenges are identified for
different demographics of people. This policy provides a framework as to how this work should
operate.

As a charity working at the intersection between the arts and health sectors, we find it
unacceptable that this country has such a disproportionately low number of Global Majority
audience members and service users: Arts Council England’s 2018-2022 National Portfolio
Organisations and England’s publicly funded drug and alcohol treatment services in 2022 both
reported that only 10% of their beneficiaries were not white. Structural inequity lies deep within
the theatre industry, seen through the lack of diversity and representation on our stages and in our
audiences (e.g. only 8% of the ACE 20218-22 NPO audiences identified as disabled). These
systemic problems are mirrored by the country’s public health system, which is rife with barriers
preventing access to historically marginalised communities (e.g. in 2022 only 33% of England’s
drug and alcohol service users were female identifying). The discrimination facing individuals
because of their protected characteristics is unacceptable and our purpose as a charity requires
us to dismantle the systems which perpetuate this.

OETC'’s senior management and Board of Trustees acknowledge that the foundational
connection between equality, diversity and inclusion and our mission should have been exercised
more intentionally in the past and that without it we were ourselves complicit in inequity,
oppression and exclusion. We also understand that this is likely to have resulted in harm for
individuals within our community, and we will endeavour to redress this through implementing a
reporting mechanism which will hold us accountable to any current and former experiences of
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inequity, oppression and exclusion at OETC. Moving forward we are resolute in our
non-negotiable commitment to fight inequity, oppression and exclusion where they appear
systemically, structurally, culturally and at an interpersonal level.

In 2023, OETC undertook a consultation process with Mabadiliko CIC, which included a service
user and employee survey and a programme of Cultural Humility Training for staff (both
permanent and freelance), Peer Volunteers and Trustees. Building on the key recommendations
for this consultation, our new EDI policy has been co-designed/co-produced with a diverse range
of OETC’s stakeholders with an aim to ensure that no job applicant, employee, volunteer,
freelance worker, audience member or service user receives less favourable treatment on
grounds related to any protected characteristic. Our aim is for our workforce and service users to
be truly representative of all sections of society and that each employee, volunteer and
beneficiary feels respected, can be their genuine selves in accordance with our values and able to
give their best.

OETC fully adheres to all of our legal obligations under the Equality Act 2010 as well as all other
relevant law. Without contravening what we are prescribed to do by law, we strive to go above and
beyond the Equality Act in terms of providing an inclusive and fair space for all employees,
freelancers, volunteers and our service users. We want to ensure that OETC benefits from a
variety of perspectives and better reflects the communities we service in order to make more
informed decisions and better support members of our community.

Furthermore, OETC acknowledges the unique characteristic of having lived experience of
addiction and recovery within the community we work with and the stories we tell. We put our
service user at the heart of what we do, with the knowledge that we can only do that if we look
after the people who work here. As such, we have specific policies on workers (employees and
freelancers), volunteers (including Trustees) and service users.

1.2. Our Values

Ambition

We want more people to experience life-changing theatre and increase engagement in the arts.
We are committed to bringing our work to as many communities as possible and to share
information about our unique work with other organisations.

Compassion
We do not judge service users. Our drama activities employ a personal, asset-based approach to
identify pre-existing strengths within service users and the local community.

Creative
We engage with problems creatively and think innovatively about how to use theatre as a tool for
positive change.
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Effective
We are committed to increasing the efficacy of our services through rigorous monitoring and
evaluations to ensure the best results and outcomes for service users.

Responsive
We listen to the needs of service users and our community, empowering them to help guide the
direction of our organisation.

1.3. Our Commitment

OETC is adiverse organisation that values difference and recognises that people with different
backgrounds, skills, attitudes and experiences bring fresh ideas and perceptions. As a diverse
organisation we will encourage and harness differences to make our services relevant and our
organisation approachable drawing upon the widest possible range of views and experiences.

OETC commits itself to adapt to embrace different individuals. We view all diversity as enriching
the organisation and value the independent knowledge and experience that this delivers.

We are committed to:
e Ensuring that the principle of equality of opportunity underpins all provision to our
audiences and participants.

e Promoting and celebrating the diverse community in which we live.

e Promoting equality of opportunity for all present and potential employees, volunteers and
service users.

e Ensuring that all employees and volunteers are recruited, trained and promoted on their
ability and the requirements of the job.

e 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.

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

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
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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.

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.

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.

Make opportunities for training, development and progress available to all staff and
volunteers, 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.

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.

Monitor the make-up of the workforce, volunteers and service users 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.

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.

Continue to co-design/co-produce with all stakeholder groups across the charity our
approach to equality, diversity and inclusion.

2. The Law

Under the Equality Act 2010, it is unlawful to discriminate directly or indirectly in recruitment or
employment because of a ‘Protected Characteristic’.

It is also unlawful to discriminate against or harass a member of the public or service user in the
provision of services or goods or to fail to make reasonable adjustments.

In certain circumstances, OETC’s work might require a particular occupational requirement (e.g.
hiring a female facilitator to deliver a female-only activity), therefore we acknowledge that any
occupational requirement must be in accordance with the exemptions under the Equality Act
2010, Part 1.
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2.1. Definitions of Protected Characteristics
The Protected Characteristics listed under the Equality Act 2010 are:

Age

Gender reassignment

Being married or in a civil partnership

Being pregnant or on maternity leave

Disability

Race (including colour, nationality, ethnic or national origin)
Religion or belief

Sex

Sexual orientation

As an organisation we are committed to treating everyone fairly in a legally compliant manner in
relation to the above protected characteristics.

2.2. Types of Unlawful Discrimination

OETC acknowledges the following types of discrimination as prescribed by law:

Direct discrimination is where a person is treated less favourably than another because of
a protected characteristic. However, discrimination may be lawful if there is an
occupational requirement which is core to a job role and a proportionate means of
achieving a legitimate aim.

Indirect discrimination means putting in place a rule or policy or way of doing things that
has a worse impact on someone with a protected characteristic than someone without
one, when this cannot be objectively justified.

Harassment is where there is unwanted behaviour related to a protected characteristic
(other than marriage and civil partnership, and pregnancy and maternity) which has the
purpose or effect of violating someone’s dignity or which creates a hostile, degrading,
humiliating or offensive environment. It does not matter whether or not this effect was
intended by the person responsible for the conduct.

Associative discrimination is where the individual treated less favourably does not have a
protected characteristic but is discriminated against because of their association with
someone who does (for example the parent of a disabled child).

Perceptive discrimination is where the individual discriminated against or harassed does
not have a protected characteristic, but they are perceived to have a protected
characteristic.
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e Third-party harassment occurs where an employee is harassed by third parties such as
service users, due to a protected characteristic.

e Victimisation is treating someone unfavourably because they have taken some form of
action relating to the Equality Act. For example, because they have supported a complaint
or raised a grievance under the Equality Act 2010, or because they are suspected of doing
so. However, an employee is not protected from victimisation if they acted maliciously or
made or supported an untrue complaint.

e Failure to make reasonable adjustments is where a rule or policy or way of doing things
has a worse impact on someone with a protected characteristic compared with someone
who does not have that protected characteristic and the employer has failed to make a
reasonable adjustment. Whilst the Equality Act refers to reasonable adjustments with
regards to disability, it may also be discriminatory to ignore making reasonable
adjustments for people with other protected characteristics (for example, to enable
someone to respect a religious belief, providing gender neutral toilets, making
adjustments for a woman experiencing severe menopausal symptoms, etc).

2.3. Trade Union Membership

No worker shall be treated unfairly by OETC for choosing to join or not join a union; leaving a
union; moving from one union to another; taking part in any way in meetings directly or indirectly
associated with a union. Unfavourable treatment can include but is not limited to dismissal or
redundancy, refusing promotion or training activities because of trade union activity. OETC will
never offer a benefit to leave or join a trade union or threaten to treat any worker unfairly for being
or not being part of a union.

2.4. Widening Scope - Going Above and Beyond the Law

At OETC we consider the law to be the starting point in protecting characteristics and we aim to
go above and beyond that. We acknowledge that this can at times risk potentially coming into
conflict with the law. We understand that the law will always supersede any of our own policy
making, practice and decisions. As an organisation we acknowledge that there can be competing
rights and that remaining legally compliant requires acknowledgment and awareness of all legally
protected characteristics.

Where the law does not prescribe, OETC will make every effort to avoid discrimination on the
grounds of the Additional Protected Characteristics listed below. For the purposes of the OETC
EDI Policy, these characteristics will be treated in the same manner as the Protected
Characteristics listed under the Equality Act 2010.

2.4.1. Additional Protected Characteristics

OETC recognises and defines the following groups as having additional protected
characteristics:
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Neurodiversity

Homeless

Socio-economic background

Addiction history (there is an equality amongst addictions)
Mental health

Recovery (there is no hierarchy of recovery)

Criminal record

LGBTQIA+

Underrepresented racial groups

This list is not exhaustive and can be amended periodically in adherence with our Diversity and
Inclusion Working Group amendment policy.

2.4.2. Explanatory Note for Additional Protected Characteristics

We are aware that there is some potential overlap between these additional protected
characteristics and those already legally protected characteristics. For example, neurodiversity is
often considered a disability and it is protected under the Equality Act 2010. In order to go above
and beyond we will always consider it a disability for our purposes and treat it as a protected
characteristic and make reasonable adjustments where appropriate.

LGBTQIA+ and underrepresented racial groups are already covered by the Equality Act 2010.
However, we have a policy of going above and beyond reaching underrepresented groups going
out of our way to develop inclusive policies and practices for these groups of people. We
acknowledge that in doing so we should not put other groups with protected characteristics at any
disadvantage unless there is a legally prescribed justification. It is our policy to always mitigate
any disadvantage incurred by one group when advancing the rights and interests of another
group. Our aim will always be to advance one group's interests without it affecting in any way
another group's interests.

Addiction is generally not covered under disability and therefore not a legally protected
characteristic most of the time. Under our policy addiction is a protected characteristic and is at
the heart of what we do.

Recovery is a broad concept and while elements of it may be covered by the Equality Act 2010 for
the avoidance of doubt we consider it a protected characteristic in our organisation in its entirety.

2.4.3. Exceptions for Additional Protected Characteristics

In certain circumstances, it is possible that OETC’s commitment to protecting additional
characteristics might come into conflict with other commitments in this policy or other OETC
policies.
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For example, although this policy protects individuals from discrimination based on their criminal
records, OETC’s Safeguarding Policy prohibits us from hiring any candidate who is on the DBS
barred list for work with children or vulnerable adults if the role requires they undertake
unsupervised activities with service users.

Similarly, although this policy protects each individual’s recovery and states that OETC does not
acknowledge a hierarchy of recovery, the charity’s policy on abstinence requires that all workers,
volunteers and service users must be sober when they attend OETC activities in any ‘official
capacity’.

In cases where there is a conflict between our commitment to protect additional characteristics
and OETC'’s policies and procedures, applicable law, the safety of our workers, volunteers and
service users, as well as the values of the charity, will always be prioritised when making a
determination as to which commitment should be prioritised. This will be dealt with on a
case-by-case basis and should not be viewed in any way as a diminished commitment to our
protection of these additional characteristics or our commitment to advancing the rights and
interests of these groups.

2.4.4. Relapse Policies with Values of Equality, Diversity and Inclusion

Due to the nature of the work carried out by OETC many of the workers and volunteers that are
employed or engaged are in recovery from their own addiction. OETC recognises that employees
and volunteers may experience personal problems related to drugs and alcohol and they are
encouraged to seek help where this occurs.

In addition to our organisation-wide rule that everyone (all workers, service users and volunteers)
must be abstinent on the day that they attend an OETC activity or are acting in an official capacity
on behalf of the charity, we also have a Relapse Policy employees and volunteers who are
recovering addicts and alcoholics.

OETC workers, service users and volunteers should refer to the Relapse Policy if they have any
questions about the amount of recovery time required for certain types of roles.

The Additional Protected Characteristics section of this EDI policy protects workers, service
users and volunteers based on whether they relapse, the number of times they relapse, the type
of substances that they relapse with or their choice of treatment after a relapse.

Furthermore, whenever possible, if a worker or volunteer relapses, OETC commits to signposting
and supporting them to access culturally competent support services (e.g. Club Drug Clinic for
LGBTQIA+ people, etc).

3. Equal Opportunities for Staff

OETC recognises the significant benefits of having a diverse workforce of employees and
freelancers, and we actively seek the perspectives that individuals from different backgrounds
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and abilities bring to all areas of our work. Across our workforce, activities and productions, we
aim to provide equal opportunities for employment, to maintain inclusive and safe spaces for our
staff, and to celebrate diversity in all its forms.

In order to do this, OETC will avoid unlawful discrimination in all aspects of employment including
recruitment, promotion, opportunities for training, pay and benefits, discipline and selection for
redundancy. Person specifications will avoid any unnecessary requirements (those unrelated to
effective performance) that may otherwise have deterred applicants.

OETC will base decisions on objective criteria. We will make reasonable adjustments in
recruitment as well as in day-to-day employment.

3.1. Definition of Staff

For the purposes of this policy, staff are defined as anyone who receives payment for their
services by OETC. This includes employees on full-time or part-time contracts, as well as
freelance (self-employed) artists and other contractors engaged by the charity.

Due to the nature of some freelance roles, such as performers and members of a creative team,
this policy acknowledges that some special considerations will be required for certain recruitment
processes for freelance roles, but whilst they are engaged by OETC, they will be treated to the
same protections under this policy as any other types of staff.

3.2. Equal Opportunities in Employment for Staff

OETC aims to encourage a culture where people can be themselves and be valued for their
strengths and we want our team to represent the same diversity of our participants, audiences
and artists.

Within the parameters of the OETC’s mission, we are committed to being an inclusive
organisation which reflects and values the diversity of the communities that we work with,
especially those affected by addiction. We strive to embrace and celebrate a broad definition of
diversity within the framework of existing legislation. We recognise the significant benefits to our
charity of having a diverse workforce. We actively seek the creativity, excellence, and different
perspectives that individuals of all backgrounds and abilities bring to our work, which is enriched
through collective experiences.

OETC'’s policy and practice is that a staff member’s entry into employment and a progression into
employment will be determined only by personal merit and the application of criteria which are
related to the duties of each particular position. In all cases, ability to perform the job will be the
primary consideration.

OETC actively seeks to ensure it is representative of our communities, in which we count our
service users, artists and our audiences. All candidates for employment are treated fairly and
selection is based solely on the individual’s abilities and qualifications. That being said, we will
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take positive action to encourage applicants from diverse backgrounds, so that staff will better
represent the demographics of the diverse communities we serve, including people with lived
experience of addiction and recovery.

With the exception of certain freelance roles where a full recruitment process would not be
appropriate, such as Masterclass tutors, OETC will use the following procedure for recruiting and
selecting individuals for all positions:

Advertising
e All posts will be advertised widely to ensure as wide a pool of candidates are reached
within an appropriate lead time.

e Details of positions will be fully circulated so as to ensure access to all applicants. This
includes forwarding any internal advertisements to employees on long-term leave
including maternity leave, paternity, and parental leave.

e Advertisements will make clear, in both wording and illustration, that the positions are
open to all suitably qualified candidates, regardless of their protected characteristics.

e Allroles, paid and volunteers, will have a full Job Description and Person Specification,
which will include the following statement:

“OETC aims to encourage a culture where people can be themselves and be valued for
their strengths and we want our team to represent the same diversity of our participants,
audiences and artists. We are keen to hear from a diverse range of candidates from all
backgrounds drawing on different perspectives, experience and knowledge.”

e All advertisements with the Job Description and Person Specification will also carry the
following statement:

“OETC is an equal opportunities employer.”

Application Forms
e Any application forms used during the recruitment process will contain only relevant
questions needed for selection.

Screening
e Allthose handling applications and conducting interviews must be aware of the principles
of the Equality Act 2010.

e Screening will be carried out by matching details of applicants to the requirements of the
job. The screening criteria will be applied consistently to all applicants.

e Candidates will only be shortlisted for interview if they meet all the essential criteria
defined in the Person Specification.
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Interviewing
e Allroles for employees will have a formal interview with at least two members of OETC’s
core team present. For more senior posts, a member of the Board of Trustees will be
invited to attend. Whenever possible, interview panels will have gender balance and an
OETC Service User Representative will be present to ensure the presence of lived
experience of addiction and recovery.

e No assumptions will be made on the grounds of protected characteristics.

e Questions will relate to the requirements of the job as set out in the job description and
person specification.

e Applicants will be assessed at the end of interviewing against predefined criteria.
e Interviewers will complete an interview assessment form for each candidate.

Skills Assessment
e Ifitis necessary to use selection tests for a role, they will only relate to non-biased,
genuine requirements of the job.

e Candidates must be informed of the details of the skills assessment testing in the letter
inviting them for an interview in which they will be offered the opportunity to request any
reasonable adjustments they may require in order to undertake the skills assessment.

Promotion
e Promotion will be determined by merit and performance against objective criteria.

e All employees will be made aware of the promotional and career opportunities available to
them. Training and job experience needed for promotional opportunities will be available
with equal access to all employees.

e Unsuccessful internal candidates will be given feedback to facilitate improvement. No
employee will be overlooked in relation to a promotion or an experience-broadening
opportunity because of their reluctance to apply or accept on a previous occasion. The
process surrounding promotion will be free from discrimination.

Disabilities
e Assetoutinthe Equality Act 2010, additional support will be provided to disabled
applicants to ensure they are not subject to unlawful or less favourable treatment during
the recruitment and selection process. Reasonable adjustments must be made to remove
any barriers the applicant faces during the process.

e All Job Descriptions will carry the following statement:
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“Please feel free to contact us if you require further assistance or would like to submit your
application in an alternative format. We will support any access requirements you may
have during the recruitment process and ensure that reasonable adjustments are in place
as required by the Equality Act 2010.”

Where the applicant has indicated they need reasonable adjustments made to the
recruitment and selection process, this must be discussed with the hiring manager.

Appointment

The choice of candidate will be determined by the interview panel. The panel will take into
account any other information generated as part of the process.

A formal offer will be confirmed in writing. The offer will be conditional upon receipt of the
evidence required for the role in line with OETC’s Safeguarding Policy, such as suitable
references, Disclosure and Barring Service (DBS) and other appropriate checks, if
applicable to the post.

If required, references must not be contacted without the permission of the candidate to
whom they relate to.

For the purposes of paid employment, OETC will only employ staff who are legally entitled
to work in the United Kingdom and all applicants for these roles will be required to provide
OETC with appropriate documentation to prove their eligibility to work in the UK.

Keeping Records

All application details are treated with the utmost confidentiality.

OETC will retain all records arising through the recruitment process for the period of six
months. For the avoidance of doubt, this includes records of any skills assessment testing
undertaken and records from the interview process, including questions asked, answers
given, any interview notes and interview assessment forms for all candidates.

OETC will keep anonymous records of the protected characteristics of its employees and
of all candidates and of those shortlisted and appointed based on the information
provided in the candidates Equal Opportunities Monitoring Form (see Appendix 1).
Records may be used to determine whether members of one protected characteristic do
not apply for employment or apply in smaller numbers than might be expected or are
shortlisted or appointed in a lower proportion than their application rate or are
concentrated in certain jobs.

Concerns With The Recruitment Process

All allegations of discrimination against a person because of a protected characteristic will
be dealt with seriously and confidentially. Any employee who is concerned with this
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recruitment and selection policy or with its operation within OETC should follow the
normal Grievance Policy and Procedure, which is discussed in section 7 of this policy.

Review of Recruitment Practice
e Recruitment procedures and practices will be kept under review so as to ensure that this
policy is being adhered to and to ensure that they do not include requirements or
conditions which constitute, or may lead to, unlawful discrimination.

3.3. Positive Action: Developing a Lived Experience Workforce

OETC recognises the strengths of peer-led delivery, particularly for the communities we work
with. Therefore, we are committed to developing a workforce with the lived experience of being
affected by addiction that is reflective of the communities in which we work.

A NESTA/National Voices report (2015) found peer-to-peer engagement helps people feel more
knowledgeable, confident and happy, and less isolated or alone. Peer-to-peer support and
delivery are key elements within OETC activities, and help to ensure our work is relevant and
accessible. Where possible we always have a minimum of 1 facilitator with lived experience of
addiction in the room and as much as possible we aim for this facilitator to be a former or current
OETC service user.

It remains lawful to use positive action measures such as targeted training to alleviate
disadvantages experienced by people who share a protected characteristic, to reduce their
under-representation and to meet their particular needs. Such measures must be a proportionate
way to achieve the relevant aim.

Preference can be given to someone from a ‘protected group’ that is under-represented in your
workforce, where there are two equally well-suited applicants/candidates. It does not require you
to give preference to a candidate who is less well-qualified. If there are candidates who are
equally qualified it is not mandatory to choose the candidate from an under-represented group.
Positive action is voluntary and it must be proportionate to what it’s trying to achieve.

Where appropriate, OETC will use positive action measures to achieve better representation in
our workforce and to proactively develop a workforce with the lived experience of being affected
by addiction through targeted training opportunities and targeted recruitment methods. In order to
achieve OETC’s aim of developing a lived experience workforce, all advertised job descriptions
must include the following statement:

“We particularly want to encourage people to apply for this role who have lived experience
of being affected by addiction and those who are representative of the diverse
communities we serve.”

If required by OETC’s Relapse Policy, job descriptions will also include information on the
minimum recovery time required by the role advertised.
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3.4. Equal Pay for Staff

OETC strives to be an equal opportunity employer. This means our intention is to treat all staff
equitably with regards to the terms and conditions of employment offered including pay. OETC’s
Board of Trustees will review pay levels from time to time to identify and address any anomaly.

OETC commits to the following actions in our aim to achieve equal pay for staff:

e OETC encourages career development across all protected characteristics and seniority
levels of the organisation through in-house and external training and development. All
relevant staff, including those on fixed-term and part-time contracts, will have equal
access to training opportunities.

e We support requests for flexible working that meet the criteria in our Flexible Working
Policy.

e OETC rewards staff fairly within an incremental pay system that provides equitable
progression. For example, for male and female workers, we have policies in place that
support gender equality (e.g. flexible working and maternity, paternity leave and shared
parental leave policies).

e OETC fully supports the living wage, as set by the Living Wage Foundation, and will aim to
pay not less than this level or the London Living Wage for activities based in London,
subject to affordability.

e Forfreelance roles, OETC will follow the pay guidance outlined by the appropriate trade
union or professional association, such as the Independent Theatre Council, Equity;,
BECTU, etc.

e OETC's recruitment and selection procedure aims to ensure that the most suitable
candidate is chosen for the job, and that all applicants receive fair and equitable treatment
during the recruitment and selection process.

e Interviews are structured with the same questions asked of all candidates, answers are
graded based on the criteria.

e To promote diversity we consider Positive Action methods (see section 3.3. above) for
attracting applicants with a specific protected characteristic(s) for roles where there is an
existing imbalance.

3.5. Reasonable Adjustments for Staff

OETC will aim to make reasonable adjustments, as far as possible, to remove or reduce any
substantial disadvantage faced by a staff member or job applicant which would not be faced by a
non-disabled person.
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A ‘reasonable adjustment’ is a change to remove or reduce the effect of:
e Anemployee’s disability so they can do their job
e Ajob applicant’s disability when applying for a job

What is reasonable will depend on the circumstances of each case, but adjustments could be to:
e The workplace (making changes to overcome barriers created by the physical workplace)
e The ways things are done (where the disabled staff member is put at a substantial
disadvantage by a provision, criterion or practice)
e Providing extra equipment or getting someone to assist the employee or job applicant

When deciding whether an adjustment is reasonable we will consider:
e How effective the change will be in avoiding the disadvantage the employe