MUSINC Equality, Diversity and Inclusion Policy
Musinc is funded by the National Foundation for Youth Music, and hosted by
Middlesbrough Council. Musinc have created this policy to work in line with both
organisations.
Equality, Diversity and Inclusion Statement (Youth Music)
Equality, diversity, inclusion and social justice are values which are fundamental to Youth
Music’s ambition to achieve a Musically Inclusive England and sit at the core of our
organisational processes, practices and culture.
We will strive to eliminate any unlawful or unfair discrimination including direct or indirect
discrimination, discrimination by association, discrimination linked to a perceived
characteristic, harassment and victimisation.
We will remain proactive in taking steps to ensure inclusion and engagement for all the
people who work for and with us.
We will continue to strive towards a culture that is diverse and inclusive that recognises and
develops the potential of all.
We recognise the business benefits and opportunities of having a diverse community of
staff, who value one another and realising the contribution they can make to achieving
Youth Music’s vision.
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The Equality Act 2010 provides the legislative framework that informs our work to promote
equality of opportunity and reduce barriers to engagement, in particular for protected
groups including:
age*
disability*
ethnicity (including race, colour and nationality)*
gender*
gender reassignment*
religion or belief*
sexual orientation*
marriage and civil partnership*
pregnancy and maternity*
refugees and asylum seekers
people who are neuro-divergent
ex-offenders
*Under the Equality Act (2010) these are known as “protected characteristics”.

Achieving action
Alongside Tees Valley Music Service, and as strategic partners in the Tees Valley Music
Education Hub, we have a joint Equality, Diversity & Inclusion strategy and action plan,

which sets out how we plan to model best practice within our recruitment,
communications, programming and professional development, as well as influencing hub
partner organisations in their practices.

We define EDI as:
Equality – we believe in equality for all people. However, society is not equal, and for this
reason we adopt an equitable approach to give support to those who need it most.
Diversity – we take active steps to ensure that our workforce and those we support through
are work are represented, included and respected, whatever their gender, ethnicity, race,
religious and political beliefs, education, socioeconomic background, disability, sexual
orientation and geographic location.
Inclusion – we are committed to ensuring everyone feels welcome, no one feels
uncomfortable and everyone is able to thrive and contribute equally regardless of who they
are, where they’re from, or what they’re going through.
What this means for anyone who works for and with us:
People who work at Musinc are integral to making our vision of equality and diversity a
reality. This includes:
§

Taking part in in-house and external training programmes to develop awareness,
knowledges and skills to understand and adopt inclusive approaches to their work.

§

Reading and committing to Musinc’s Equality, Diversity and Inclusion Policy.

§

Creating, participating in and supporting network groups to promote our equality and
diversity practice.

§

Making a commitment to be involved and become an EDI champion.

Equality Policy (Middlesbrough Council)
Equality Monitoring Policy, Live from: November 2017 November 2020
Musinc is hosted by Middlesbrough Council and works in line with their Equality Policy
as outlined below.
BACKGROUND

1. The Public Sector Equality Duty (PSED) places a duty on the Council to consider the
needs of diverse groups when designing and delivering services, particularly where those
needs may differ because groups or individuals identify with a particular protected
characteristic.

2. The PSED requires the Council to have due regard to the need to:
•
•
•

‘eliminate unlawful discrimination, harassment and victimisation and other
conduct prohibited by the Act
advance equality of opportunity between people who share a protected
characteristic and those who do not
foster good relations between people who share a protected characteristic and
those who do not.

Having due regard to the need to advance equality of opportunity between persons who
share a relevant protected characteristic and persons who do not share it involves
having due regard, in particular, to the need to:
•
•
•

remove or minimise disadvantages suffered by persons who share a relevant
protected characteristic that are connected to that characteristic
take steps to meet the needs of persons who share a relevant protected
characteristic that are different from the needs of persons who do not share it;
encourage persons who share a relevant protected characteristic to participate
in public life or in any other activity in which participation by such persons is
disproportionately low.

3. The eight characteristics encompassed by the duty are:
age
reassignment
disability
maternity*

sex
sexual orientation

race
religion or belief

gender
pregnancy and

*Data on this area is not normally included in standard consultations, however a
standard question wording has been included in the equality monitoring form. If
planning to use this question, officers must first contact Lorraine McDonald for advice.

4. This policy sets out how equality monitoring is embedded within Council processes,
where relevant, to enable data to be gathered from service users, residents and visitors
that can be used to inform decision making, services and priorities to ensure compliance
with the PSED.

5. Appropriate and sufficient equality monitoring information will assist to:
•
•
•
•
•

understand trends in accessing services and identify where new or changed
services are required;
provide benchmarks against which realistic targets for improvement can be set;
identify if policies are adversely affecting people because they hold a protected
characteristic;
identify the communities using services, the outcomes they experience and
groups not accessing services; and
measure the overall effectiveness of services.

PREPARATION AND IMPLEMENTATION
6. It is important that careful preparation is undertaken prior to the inclusion of equality
monitoring questions within processes. Issues that should be considered include:
•
•
•
•
•
•
•
•
•

policy context
which protected characteristics could proposals / consultation be relevant to
who is to collect the information, when, how and from whom?
do current processes need to be re-designed to encourage respondents to
answer the equality monitoring questions?
how the data is to be stored
how the data is to be analysed, whether manually or by computer
how findings will be monitored and reported
how data will be used to improve services or performance
confidentiality and data protection requirements.

7. If equality monitoring is to be included within consultation, the Council’s Consultation
Strategy should be utilised to ensure best practice is achieved. Appendix one sets out
the standard equality monitoring questions for adults.
HOW AND WHEN TO MONITOR

8. Equality monitoring of relevant characteristics should be undertaken when gathering
relevant service user data, seeking views on satisfaction levels, consultation exercises
and when managing complaints.
If this data is not gathered then it will be difficult to prove services are based on a sound
understanding of the different communities that access them. Data that can be
disaggregated by protected characteristics will help inform completion of Impact
Assessment templates which are required to support formal reports seeking decisions
via the Council’s formal decision-making processes.
9. Questions should be modified to remove monitoring questions which are not relevant
or appropriate to the consultation in question. For example, when asking children under
the age of 16, consideration should be given to removing questions around sexual
orientation.
10. Equality monitoring can be carried out in a number of ways. Frequency of monitoring
can vary according to service requirements.

DATA PROTECTION ACT 1998
11. All monitoring information is classed as personal data under the Data Protection Act
and needs to be treated as confidential. The Council has a Data Protection policy in
place, which sets out how it will ensure compliance with the provisions of the Act.
12. Equalities monitoring can involve asking for and recording personal data about
individuals. The legislation exists to protect individuals against the misuse of that data,
and all records whether manual or computerised must meet the requirements of the
Act. Where an individual can be traced to the monitoring figures, the individual’s
consent to hold and process the data should be obtained.
13. Data should only be used for the purpose it was collected for. This should not be a
barrier to equalities monitoring but will require officers to clearly set out how data will
be used. A standard statement on data protection has been provided within the
equalities monitoring form.

REPORTING FINDINGS

14. Where equality monitoring has taken place as part of a customer satisfaction survey
or consultation, providing feedback is fundamental. The outcomes should be made
available, details of what has happened as a result of the process should be
communicated to participants as a whole.
COMPLIANCE
15. Compliance with this policy will be measured in a number of ways:
•
•

impact Assessments are scrutinised to ensure they are based on robust data
consultations submitted to Performance and Partnerships team for inclusion on
the consultation portal will be quality assured.

ROLES AND RESPONSIBILITIES
16. All members of staff undertaking equality monitoring processes are responsible for
ensuring they comply with the Equality Monitoring policy.
REVIEW FREQUENCY
17. The policy will be reviewed every three years unless there is a change in legislation
or there are concerns that the policy is no longer fit for purpose.
CONTACTS FOR SUPPORT AND ADVICE
18. If you require further advice please contact the Corporate Strategy Team.

