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Foreword

In June 2020, fellow Black Members in one of our large employers reported
that they were all called the 'n-word’ by White service users and they were
also threatened. Their White colleagues laughed at them and colluded with
the racist and threatening behaviour.

After being told about this shocking incident by one of the Regional
Organisers, | decided to draft a survey called 'Having The Uncomfortable
Conversation About Racism In The Workplace'. The survey was sent out by
the Region to all 54 Branches, the key analysis was the following:

29%o of all respondents had witnessed Black colleagues experience
Racism in the workplace

5490 felt unable to challenge the discrimination they saw

64%0 of Black members who responded had experienced Racism directed
towards them in the workplace

70%b of Black members who have experienced Racism in the workplace
have not raised the issue with their Branch

The respondents also said that they wanted Branches to do more to:

e Make them feel supported, not isolated

e Listen to the member

e Tackle internal culture

e Review at monthly or quarterly Branch Committee meetings all race
discrimination case numbers and how effectively the Race
Discrimination Protocol is being used

e Review and Enforce the employers' policies and procedures with
employer HR teams

e Improve case handling

In April 2021, our General Secretary Christina McAnea attended our
virtual Regional Black Members Network Meeting (RBMN) to hear about
our survey and offered her support in implementing the campaign project
in our region and across the whole union.

With Christina’s support, and in collaboration with Regional colleagues,
Louisa Wass Griffiths, our Regional Equality Manager, and | began to plan



a campaign to work with local employers to build proactive, anti-racist
workplaces and encourage all workers to have the uncomfortable
conversation about Racism in their workplace.

We then set up our project implementation team, which would enable the
RBMN to lead the campaign with regional staff, | was joined by my two
Co-Vice Chairs, the Deputy Regional Convenor and the Chair of the
Regional Local Government Committee plus the Secretary to the RBMN
and Louisa.

In March and June 2023, Louisa and | were able to provide two training
events with Branch and Employer representatives, the event in June was
when we discussed the role of the workplace champions that would be
selected from the Branch and the Employer side and how they would
work in partnership to create and monitor how their workplaces become
anti-racist.

In October 2023, at our combined Black History Month and Year Of The
Black Worker event, we formally launched the Employer Charter for the
20 Pilot Branches and began the rollout of this initiative to all branches in
the region.

This campaign project has been an excellent example of how the RBMN,
the Regional Team, and participating Branches and employers can come
together to implement organisational changes in workplaces.

Many thanks to all involved.

Kind regards

Gilly Anglin-darrett
Chair East Midland RBMN



Defining Black

In UNISON, Black is used to indicate people with a shared history. Black
with a capital ‘B’ is used in its broad political and inclusive sense to describe
people in Britain that have suffered colonialism and enslavement in the
past and continue to experience Racism and diminished opportunities in
today’s society.

The terms ‘minority ethnic’ and ‘ethnic minority’ are in widespread official
use. But these terms have negative connotations of being marginal or less
important. In many neighbourhoods, towns, and cities in the UK it is
statistically inaccurate or misleading to describe Black groups as a
minority.

Since the '70s the term ‘Black’ has been used in antiracist campaigning in
recognition of the common struggle against Racism and under-
representation. Language changes and evolves but terminology is always
important in terms of intention and direction. Using ‘Black’ is about creating
unity in the fight against deep-rooted Racism that sees Black people
disadvantaged in housing, education, employment and the criminal justice
and health systems.

Introducing the Charter

The Charter represents a joint commitment from UNISON and the Employer
to Black workers in your workplace. It is the product of joint working
between UNISON staff, activists and employers from across the East
Midlands.

It is the first step of the road towards truly anti-racist workplaces, where
Black workers are as safe, valued and respected as their white colleagues.

The project group acknowledged that it takes organisational courage to
tackle Racism proactively. In order to tackle Racism in our workplaces, we
have to acknowledge that it is an everyday experience for Black workers
across the region and that your organisation is not an exception.



Racism hurts people every day. it is essential that we respond well to
individual complaints, but it is also important that we make a conscious and
concerted effort to prevent Racism from occurring in our workplaces at all.

The Charter is intended to hold all parties accountable to a meaningful
commitment to tackle workplace Racism in all the forms it takes in our
workplaces and the working lives of Black workers.

The Charter underpins the role of Anti-Racism Champions, who will work
alongside organisational leaders to challenge Racism internally and
externally wherever it arises in relation to the organisation.

The Importance of Data Collection and Monitoring

Racism isnt just an interpersonal issue. Racism is a framework that places,
often invisible, barriers before Black people. Black workers in public-facing
roles may be more likely to receive trivial or vexatious complaints against
them, they may be less likely to secure a job in certain sections of your
workforce, and less likely to receive promotions.

You will not know which barriers Black workers in your workforce face if
you are not collecting demographic data. One Black worker being
performance managed may be innocuous, but data analysis across your
organisation might indicate that Black workers are significantly more likely
to be performance managed or receive harsh outcomes on average.

We therefore encourage employers to build ethnicity monitoring into their
Recruitment, Employee Relations, and Complaints procedures.

Where employers are obligated to publish Gender Pay Gap reports, we
encourage them to undertake Ethnicity Pay Gap reporting in the same
cycle.

The role of the Anti-Racism Champions

1. UNISON will put forward an Anti--Racism Champion from the
Branch. The Employer will put forward an Anti-Racism Champion.



2. Each pair of Champions will undergo training and have support from
the Regional Group made up from other Anti-Racism Champions
across the Region.

3. Each pair of Champions will oversee the introduction of effective
ways of working to make sure concerns about Racism are dealt with
appropriately, and will monitor concerns about Racism and action
taken, providing reports to the joint negotiating body of the
Employer.

4. Each pair of Champions will work collaboratively and proactively to
suggest changes to practice, introduced through joint negotiating
body of the employer, that will improve lives for Black workers. This
may include but is not limited to reviews of recruitment, disciplinary,
grievance, sickness and training policies and ways of working.

5. Each pair of Champions will be visible advocates for Anti-Racism in
that Employer.

Joint Anti-Racism Charter

1. We acknowledge that Racism harms people in our workplaces
and we are committed to proactively supporting those affected so
they feel heard and valued.

2. We are committed to identifying, resourcing, supporting, and
promoting our champions.

3. And welcome their commitment to promote, monitor and
scrutinise anti-Racism efforts in our workplaces.

4. We are committed to working collaboratively with each other. To
ensure that effective training and support is provided for all our
workforce around equality, discrimination, and inclusion.

5. We are committed to reviewing our recruitment processes to
determine and counteract the impact of bias.



6. We are committed to gathering and maintaining data from our
employees on their ethnicity and race, to help us with recording
and monitoring Racism by implementing impact assessments in
all our processes, including but not limited to:

a. Recruitment, retention and career progression
b. Disciplinary, Grievance, Capability and other ER processes

7. We are committed to recording concerns of Racism and actions
taken in response and reviewing how they are dealt with.

8. We are committed to dealing with concerns of Racism promptly
and appropriately, however they come to our attention and will
provide support to those who report or experience Racism.

9. We are committed to the implementation of an anti-Racism policy.

10. We are committed to reviewing our other policies and ways of
working to reduce the harms of Racism.

Anti-Racism Training

Training will be sourced by UNISON to provide education to all Anti-Racism
Champions in their role. This will include:

1. What is Racism and how are its effects felt in our Employers

2. Barriers to Change and how to Overcome them

3. Working together to inspire and activate our union or management
colleagues around Racism; and generate confidence in workers to
challenge Racism.

Once this is embedded, we will move to developing the second stage of our
training for our whole workforce in that employer. This will include:

1. There is nobody racist here, or is there? Introduction to Racism and
how to notice and make a difference.
2. What to do if you are experiencing or witnessing Racism?



3. Diving Deeper in Racism - unconscious bias, micro-aggressions,

code swapping and privilege.

UNISON’s Model Anti-Racism Policy

\Er

UNISON

the public service union

Model anti-racism policy

Challenging racism in the workplace is a vital part of the union’s work, because

it will:

ensure Black workers have equal access to career progression, good
guality jobs and pay

help address deep-rooted discrimination, and reduce incidents of
bullying, harassment and other unfair treatment, including stereotyping

improve the well-being of Black members
contribute to the growth and future strength of branches
recruit new members and activists, of benefit to all the membership

place public authorities under a proactive duty to identify and publicise
opportunities to promote equality.

No workplace where racism is allowed to flourish can ever be effectively
organised. That’s why anti-racist work must be part of all branch activity.

It is unlawful to discriminate in recruitment or employment because of race.
Race is defined as: race or colour; nationality (including citizenship); ethnic or
national origins.

Further information in ‘Equality and diversity guide’ and on Black members
equality webpage.

Why an anti-racism policy is good for employers

e Anti-racism and race equality are about social justice.

e Race equality can help the employer access and use diverse talent pools.
Taking action is not just ‘the right thing to do’. Without action to develop
inclusive workplace cultures where people with a diverse range of


https://www.unison.org.uk/content/uploads/2017/03/24209.pdf
https://www.unison.org.uk/content/uploads/2020/03/Bargaining-for-equality-and-diversity-guide-and-model-policy.pdf
https://www.unison.org.uk/about/what-we-do/fairness-equality/black-members/
https://www.unison.org.uk/about/what-we-do/fairness-equality/black-members/

backgrounds feel able to perform at their best and progress in their
organisation, the employer will face a widespread underuse of talent. They
will fail to enable everyone to achieve their potential and contribute fully.

e Encouraging greater awareness and understanding of racism and its impact,
can help to reduce the chance of complaints, disciplinary action,
employment tribunal claims and negative publicity - and avoid the costs and
disruption to the organisation.

e It will improve team spirit - an employee or groups of employees who are
being discriminated against are likely to be unhappy, less productive and de-
motivated, and this can have a negative impact on the whole workforce.

o |t will help attract, motivate and retain staff, and enhance the employer’s
reputation as an employer. If staff who have been discriminated against feel
undervalued or ‘forced out' and leave, the organisation will run up the costs
of recruiting, training and settling in new staff when its reputation as both a
service provider and employer may be damaged.

e Research shows a culturally diverse workforce is good for the workplace.
When all staff acknowledge differences and learn about others’ experiences,
productivity and performance increase.

The following policy can be used in the workplace to promote a working
environment that is actively anti-racist.

Please note that the text in square brackets [...] indicates where you need to
complete information specific to your workplace, or else are notes for you to
consider in relation to your negotiations.

Please do adapt and develop this policy as appropriate to your workplace. It
may be more appropriate for your workplace to incorporate important aspects
within an existing equality and diversity agreement and action plan, rather than
negotiating a new separate stand-alone policy focusing on anti-racism. But it
should clearly highlight the commitment to active anti-racism, reflected in all
workplace policies, procedures and practice.

For help in drafting and negotiating an anti-racism policy, contact your regional
organiser.


https://www.unison.org.uk/regions/
https://www.unison.org.uk/regions/

Statement of commitment

[The agreement could start with a joint statement or pledge committing to
active anti-racism, aiming to tackle all forms of racism in the workplace.]

[Name of employer] and the trade unions are committed to providing an
inclusive and supportive working environment for everyone who works here,
and we recognise appropriate steps should be taken to achieve this. We believe
that all staff, service users, [adapt as appropriate for your workplace] visitors
and contractors have the right to be treated with fairness and respect.

[Name of employer] and the trade unions recognise that racism exists in the
workplace and in public services [adapt as appropriate for your workplace].
Racism and racial discrimination can present in different and varied ways,
including direct and indirect discrimination, racial vilification, race-based
harassment, hostile work or learning environments, lateral violence, and casual
comments (e.g., microaggressions or ‘banter’). It may be experienced face to
face or in written communications, on the phone, while using social media and
any other form of online interaction including email communication.

[Name of employer] and the trade unions are committed to anti-racism. We
recognise that it is more than just being ‘not racist’ but involves taking action to
create conditions of greater inclusion, equality and justice. This includes a zero-
tolerance approach to racist behaviour, irrespective of how it is expressed.

[Name of employer] and the trade unions will actively identify, challenge,
prevent, eliminate and change the values, structures, policies, programmes,
practices and behaviours that perpetuate racism. We will work together to
make radical changes that close inequality gaps by advancing opportunities and
ensure the experience of racism in the workplace and in the services we
provide is eradicated.

[Name of employer] and the trade unions are committed to a shared set of
principles and actions that include:

e championing a racially diverse workforce

e not tolerating racist behaviour internally and externally wherever it arises in
relation to the organisation, and ‘calling out’ racism

e providing training for all staff on unconscious bias and what being anti-racist
means

e addressing racial inequality in the workplace, and improving opportunity and
access to services and employment.

[Name of employer] will set and regularly review strategy to improve racial
equality, diversity and inclusion so that the organisation reflects the
communities it serves.



Although this statement prioritises ‘race’ and racism, [name of employer] and
the trade unions are, of course, mindful of the intersection of racism with other
types of discrimination related to the other protected characteristics of:

e age

e disability

e gender reassignment

e marriage and civil partnership
e pregnancy and maternity

¢ religion or belief

e sex/gender

e sexual orientation.

Aims

Our ambition in developing this policy is that [name of employer] becomes a
more inclusive organisation and workplace where people from a diverse range
of identities, ethnicities and cultures feel inspired and supported to achieve their
very best work.

[Name of employer] aims to dismantle barriers across the organisation and
build a more inclusive and representative workplace and leadership that
embraces diversity, calls out discrimination and puts equality at its heart.

[Name of employer] aims to set out expectations of behaviour by our staff,
protect all staff from racism and foster a working environment that supports the
dignity and respect of all workers and is free from any form of bullying or
harassment.

[Name of employer] recognises the impact of racism upon staff members’
wellbeing and aims to benefit the welfare of individual members of staff; retain
valued workers; improve morale and performance, and enhance the reputation
of [name of employer] as an employer of choice.

Scope of policy

This policy applies to all staff who are employed by [name of employer] on and
off the premises, including those working away from their main workplace
setting or normal place of work, and those on temporary contracts.

This policy is supported by and developed with the trade unions representing
the workers. It will be communicated to all staff using a variety of methods
including training, information and publicity, team briefings, departmental
meetings and in-house publications.

This policy is part of [name of employer]’s commitment to equality and
diversity.

This policy is part of [name of employer]’s commitment to ensuring the health,
safety and wellbeing of all the workforce.



Legal background

By law, (under the Equality Act 2010 or in Northern Ireland, under the Race
Relations (NI) Order 1997 and subsequent amendments) [name of employer]
must do everything it reasonably can to protect staff and job applicants from
race discrimination.

[Name of employer] also has a responsibility — a 'duty of care' — to look after
the wellbeing of our staff and will take steps to prevent race discrimination
happening in the first place.

[Name of employer] recognises that anyone who discriminates against
someone at work is responsible for their own actions, but [name of employer]
can be held responsible too under 'vicarious liability'.

As a public sector organisation, [name of employer] also has an extra legal
responsibility to stop discrimination, under the public sector equality duty
[amend or delete as appropriate to your workplace.]

Anti-racist measures

All workers will be made aware of [name of employer]’s anti-racist policy and
will be expected to comply with this policy.

A copy will be made available to all staff on the intranet, and a copy will be
provided to all new workers on induction. Where possible, the policy will also
be available to all staff on the intranet in translated versions for linguistically
diverse workforce.

Additionally, the policy will be available in various languages and accessible
formats such as braille, large print and sign language.

[Name of employer] will:

e collate, disaggregate and analyse staff and management data to understand
barriers and areas of inequalities facing our Black staff [amend as
appropriate to your workplace] at different levels

e publish disaggregated data, including ethnic pay gap and the ethnic profile
of our senior management, and monitor progress in addressing race
inequality amongst senior managers

e increase representation of Black employees [amend as appropriate to
your workplace] at senior levels through setting ambitious targets that
deliver real change and year on year progress, emphasising our
commitment to sharing power

e use our influence over our contractors and those we work in partnership
with, to ensure they comply with and meet the standards of [name of
employer]’s anti-racism policy


https://www.unison.org.uk/content/uploads/2017/03/24209.pdf
https://www.unison.org.uk/content/uploads/2017/03/24209.pdf

e raise awareness and communicate our commitments to this anti-racism
policy internally and externally to engage all service users

e undertake equality impact assessments for all strategic-level decisions

e establish protocols for monitoring, evaluation and accountability to further
our anti-racism objectives, including reviewing

o recruitment processes to identify and address race disparities in
equality of opportunity
o exit interview results to identify and address race disparities in
retention of staff members
o promotional processes to identify and address race disparities in
equality of opportunity
o discipline and grievance to identify and address race disparity in
outcomes of comparable cases.
[You may also want to refer to any ethnicity pay gap action plan in place,
as well as the equality and diversity policy and action plan as appropriate
to your organisation, providing details of where more information can be
found].

[Name of employer] will provide anti-racism education, induction, training and
professional development opportunities for all staff. This will include information
on what constitutes racism. For managers and supervisors, training will also
cover their particular responsibilities, including for recruitment and promotion
processes.

All staff are responsible for attending such education and training as required.

[Name of employer] will provide specific training for the Contact Officer/s,
[ideally a named contact or suitably trained member of HR as appropriate
to your workplace — further information in the section headed ‘Contact
Officer’] managers and supervisors potentially responsible for investigating
complaints.

Staff have mechanisms to report racism in the workplace or in the provision of
services, and have it addressed and prevent future instances. (More information
in the section headed ‘reporting racism’ below.) [Amend as appropriate to
your workplace.]

Responsibilities of managers and supervisors

All managers and supervisors must comply with this policy in the workplace and
in the provision of services.

Managers and supervisors should ensure that all workers are aware of this
policy and understand their own and the employer’s responsibilities.

Managers and supervisors have a particular responsibility to ensure that within
their area of control, everyone has the right to be treated with dignity and
respect. They should:



e always challenge any unacceptable behaviour in the workplace

e respond to complaints of racism swiftly, sensitively and objectively and be
aware of behaviour that would cause offence, if necessary reminding
workers of expected standards

o deal explicitly with the racist behaviour of third parties (such as service
users, visitors or contractors) with a view to withdrawing service or ending a
contract or banning them from the premises if the behaviour does not stop

e ensure that this policy is followed and that there are thorough investigations
if required.

Contact Officer/s [ideally a named contact or suitably trained member of HR
as appropriate to your workplace] will assist any line manager in dealing with
complaints of racism.

All complaints of racism must be dealt with confidentially and in accordance with
the data protection policy.

Managers and supervisors have an additional responsibility to be exemplars of
acceptable behaviour. They should be aware that an abuse of their positional
power will send mixed messages about what is acceptable behaviour, and will
only serve to condone racism.

A line manager’s failure to actively implement this policy within their area of
responsibility or to fail to deal with racist behaviour when they become aware of
it could constitute a breach of the policy and disciplinary action may be taken.

Contact Officers [amend as appropriate to your workplace]

[Name of employer] recognises that there can be difficulties in raising the
issue of racism patrticularly if:

¢ the racist behaviour is coming from a worker’s immediate manager or
supervisor

e the worker is reluctant to raise the matter with their manager, or feels the
manager may lack the skills, knowledge or sensitivity to deal with
complaints of racism

e the worker finds the prospect of using the formal procedure intimidating.

[Name of employer] is committed to ensuring that such potential difficulties are
overcome so that all experiences of racism are raised and can be acted upon.

To help ensure this a specially trained officer(s) — the Contact Officer(s) —
has/have been designated to deal with complaints of racist behaviour and to
offer advice to workers who believe that they or their colleagues have
experienced racist behaviour.

The main role of the Contact Officer(s) is to:



e provide sympathetic assistance to workers with complaints of racism
e explain to them how the procedures for making a complaint operate
e establish the main details of any complaint

e channel the complaint to the appropriate manager for action if the
worker decides to take the matter further.

[Name of employer] will ensure that Contact Officer(s) receive special training
in carrying out their role. Contact Officer(s) will discuss cases in complete
confidence and will not divulge information to any other person without the
agreement of the worker.

A worker who comes to the Contact Officer(s) to talk about an experience of
racism, is under no obligation to take further action.

The Contact Officer(s) are there to help workers decide what they want to do
and workers are not obliged to refer their complaints to the Contact Officer(s). It
is entirely up to them whether they do so.

However, the nomination of Contact Officer(s) is an additional means of
ensuring that such workers are not discouraged from bringing forward
complaints.

A list of Contact Officer(s) can be found [provide details of where to find this
list.]
Responsibilities of workers

All staff are expected to contribute to an anti-racist workplace. They have a duty
to assist in the creation of a respectful, safe and productive working
environment, where all forms of racist behaviour are unacceptable.

Every worker has a personal responsibility to:

e ensure they understand what racist behaviour is, including subtle racial
discrimination and microaggressions

e be aware of how their behaviour may affect others and to uphold the
standards of behaviour set within the team

e work within the policy guidelines including co-operating fully in any
investigation undertaken

e be aware of racism and challenge unacceptable behaviour, whenever it
is safe to do so.

Possible ways of intervening include:

e ‘calling out’ the racist behaviour if it is safe to do so, making it clear that it
iS unacceptable

e checking in with anyone who has experienced racist behaviour after it
has taken place



e documenting and reporting incidents of racist behaviour whether they are
the target of the racist behaviour or they have witnessed it, or supporting
targets of racist behaviour in reporting it, and co-operating in an
investigation into racist behaviour. Reporting is necessary in order to
address the issue both for the worker’'s own well-being and that of their
colleagues. (More information in the section headed ‘reporting racism’
below.)

e being aware of their own conduct and avoiding colluding with
inappropriate behaviour.

If a worker’s behaviour is found to be racist or they have discriminated,
harassed or victimised another worker, then they will be seen as having
committed a disciplinary offence.

Trade union involvement

Consultation will take place with the recognised trade unions on the
implementation, development, monitoring and review of this policy.

Trade union representatives will be given training equal to that of managers and
supervisors and sufficient time to carry out their duties. Trade union
representatives are able to assist their members who have been the targets of
racist behaviour, including supporting them in making complaints.

[Name of employer] encourages all members who are concerned about racist
behaviour to speak to their trade union representatives.

[Name of employer] will allow trade union representatives and members paid
time off to attend union provided training courses on anti-racism.

[Name of employer] will support the union’s activities on raising awareness
and tackling the issue of racist behaviour amongst their members.

Reporting racism

Racist behaviour will be treated as a disciplinary offence. Appropriate
disciplinary action, including warnings, compulsory transfers (without protection
of wages or salary), and dismissal for serious offences, may be taken against
any worker who violates this policy. Abuse of power over another worker will be
taken into account when deciding what disciplinary action to take. [Ensure that
these details are reflected in the disciplinary procedure.]

[Name of employer] will take seriously and investigate any complaints of
discrimination, harassment or victimisation, using the agreed procedures and
respecting confidentiality.

A worker can deal with racist behaviour in various ways, ranging from asking
the person to stop the behaviour, to informal discussions with the Contact
Officer(s), or to making a formal complaint.



You do not have to be the target of the racist behaviour to make a complaint
about it. If you see it happening or become aware of the problem, you have the
right to complain about it. Tackling racism is everybody’s responsibility and
active bystanders can have an especially important role in combatting racism.

Some people are unaware that their behaviour in some circumstances is racist.
If it is clearly pointed out to them that their behaviour is unacceptable, the
problem can sometimes be resolved. With this in mind, this policy includes
informal as well as formal action to deal with complaints of racism.

Informal action

1. If appropriate, a worker who has experienced racist behaviour or has
witnessed it should ask the person to stop the behaviour and make it clear
what aspect of their behaviour is offensive and unacceptable, and the effect
it is having (sometimes referred to as ‘calling in’). This can be done either
verbally or in writing. If the worker feels unable to approach the person
responsible for the racist behaviour directly, Contact Officer(s), work
colleague or trade union representative can make this initial approach.

2. If a worker is approached informally about stopping their racist behaviour,
they should not consider the reaction to be oversensitive nor the incident to
be too trivial. Everyone has the right to decide what behaviour is acceptable
to them and to have their feelings respected by others. An apology and
assurance that the behaviour will not be repeated may be enough to end the
matter.

3. If a worker who has experienced or witnessed racist behaviour is unable to
adopt the above approach, or the racism is of a very serious nature, they
can approach the Contact Officer(s) who will provide informal advice in
confidence. No further action will be taken without the consent of the worker
making the complaint.

4. If a worker complains of racist behaviour but does not want to take the
matter any further, the Contact Officer(s) will keep a record of the complaint
and periodically check in with the worker to find out if the situation has
improved. The Contact Officer(s) will respect the wishes of the complainant
but there may be some circumstances where the racism is of such a serious
nature that [name of employer] will need to take action because of the high
immediate risk to the safety of the complainant, their colleagues or someone
else who may come into contact with the perpetrator. In such situations,
[name of employer] will put in place appropriate safeguards to prevent
further discrimination, harassment or victimisation of the complainant.

Formal action

If informal action does not stop the racist behaviour, or a formal complaint is
made from the outset, the complaints procedure should be initiated and a
formal report should be made. Throughout this procedure, the complainant and



the person against whom the complaint is made has the right to be
accompanied by a trade union representative or by a colleague, and to seek
informal advice from the Contact Officer(s).

1.

A worker who has experienced or witnessed racism should formally report
the alleged act or acts to their line manager, or if the perpetrator is the line
manager, a more senior manager. Where possible, the worker should set
out details of the complaint in writing with specifics as to dates and times
and an account of what the racism consists of.

All complaints will be handled and investigated in a timely and confidential
manner. The complainant will be invited to a meeting with the manager
within ......coccoeeeil. [specify the time limit] of reporting the racist
behaviour. The worker has the right to be accompanied by a trade union
representative or a work colleague at this meeting.

Confidentiality will be maintained at all times including by witnesses spoken
to as part of the investigation, subject to any requirement to involve external
agencies where a criminal offence may have been committed or where
maintaining confidentiality would pose a risk to the complainant, or to others.
Workers shall be guaranteed a fair and impartial hearing whether they are
the person accused of racist behaviour or the person experiencing or
witnessing it. Breach of confidentiality may be a disciplinary offence.

As a first stage in a thorough investigation of the complaint, a senior
manager will arrange to interview separately both the complainant, and the
person against whom the complaint has been made, with a representative if
requested. Wherever possible the investigator will not be the same person
who hears the complaint nor any subsequent appeal, in order to help ensure
independence and objectivity.

A target timescale for completion of the investigation will be set and
communicated to the complainant, along with updates on progress. Should
the target timescale not be met, a clear explanation should be given to the
complainant by [name of employer].

Wherever possible, [name of employer] will try to ensure that both the
complainant, and the person against whom the complaint has been made
are not required to work together while the complaint is under investigation.
In a serious case, the person against whom the complaint has been made
may be suspended while investigation and any subsequent disciplinary
procedure are undertaken as a precaution for the protection of the
complainant or to prevent interference in the investigation. Such suspension
will be for as short a time as possible, will be on full pay and is not
considered a disciplinary action.

Following the investigation, the senior manager will give a detailed response
in writing to the complainant including outcomes wherever appropriate or
possible and action taken to address the specific complaint if it is upheld,



and any measures taken to prevent a similar event happening again in the
future.

8. Disciplinary action up to and including dismissal may be taken in accordance
with the staff disciplinary procedure if a complaint of racist behaviour is
upheld. Appropriate adjustments will be made to enable the complainant to
participate in the disciplinary process without fear of victimisation. [Ensure
that these details are reflected in the disciplinary procedure.]

9. If the racist behaviour is believed to be a criminal offence, such as a hate
crime, the senior manager should advise the complainant to report the
matter to the police as soon as possible and give them appropriate support.
In cases where the police are involved, [name of employer] will liaise with
the police regarding the disciplinary process and take advice on how to
conduct a fair process. [Ensure that these details are reflected in the
disciplinary procedure.]

10.If it is believed that there is an ongoing risk of serious harm to an individual,
the senior manager will contact the police themselves and inform the
complainant that they have done so.

11.Workers shall be protected from intimidation, victimisation or discrimination
for filing a complaint or assisting in an investigation. Retaliating against a
worker for complaining about or assisting in an investigation of racism is a
disciplinary offence. [Ensure that these details are reflected in the
disciplinary procedure.]

12. Any decisions taken under this procedure do not preclude any worker from
pursuing a grievance in the usual way under the staff grievance procedures
and/or reporting the matter to the police should they believe that a criminal
offence may have been committed.

13.The complainant has the right to appeal against the decision following the
investigation within ....................... [specify the time limit] of receiving the
decision from the senior manager. Any appeal must be made in writing,
stating the reasons for the appeal.

14.An appeal meeting will be arranged with a more senior manager not
previously involved in the procedure who will consider the appeal. The
worker will be given the opportunity to put forward their case and explain
why they are not satisfied with the outcome. The meeting may be adjourned
by the person hearing the appeal if it is considered necessary to undertake
further investigation. The meeting will be reconvened as soon as possible.

15.The decision of the person hearing the appeal shall be final.



Dealing with the racist behaviour of members of the public and
contractors

[Name of employer] also recognises that it has a responsibility to protect
workers from racism at work by members of the public and contractors. All staff
have the right to be treated with respect by the public they provide services for
or work with.

The racist behaviour of service users, visitors and contractors will not be
tolerated.

When racist behaviour by service users, visitors or contractors is withessed or
experienced, staff should:

1. Make the environment safe. If the racist behaviour is believed to be a
criminal offence, such as a hate crime, this may mean calling the police or
security services, removing the perpetrator from the environment and/or
considering moving the person who is experiencing the racist behaviour to a
safe space temporarily for their protection and wellbeing.

2. ‘Call out’ the racist behaviour, making it clear that it is unacceptable. Be
specific and give examples of the language/ behaviours that are abusive.
Warn the perpetrator that they will have to adjust their behaviour or they may
be asked to leave the service.

Workers are always encouraged to report incidents of racist behaviour to their
line manager and/or Contact Officer(s), whether they are the target of the racist
behaviour or they have witnessed it. Reporting is necessary in order to address
the issue both for the worker’s own well-being and that of their colleagues.

All complaints will be handled and investigated in a timely and confidential
manner. (See also the section above ‘Responsibilities of managers and

supervisors’).

Steps will be taken to prevent racism from service users, visitors and
contractors with warning notices on display, warning individuals about their
racist behaviour, banning them from the premises if the behaviour does not
stop, and reporting any criminal acts to the police. [amend as appropriate
specifying how this will be communicated to service users, visitors and
contractors].

Contractors will be required to comply with this policy as part of their contract.
[Ensure that these details are reflected in the wording of contracts and
any cancellation clause.] Any complaint will be taken seriously and
investigated, and may lead to the immediate termination of their contract, to the
banning of them from the premises if the behaviour does not stop and reporting
any criminal acts to the police.

Review and monitoring

Adequate resources will be made available to fulfil the aims of this policy.



This policy will be reviewed jointly by unions and management, on a regular
basis. The initial review of effectiveness will take place six months after this
policy comes into effect. Thereafter, reviews will be carried out at intervals of
not more than 12 months.

[Name of employer] will also periodically monitor how successful it is in
creating a workplace free of racism by other means which may include
confidential staff surveys, training, raising awareness of racism and
discrimination in general and undertaking risk assessments.

Support for workers who have experienced racism

[Name of employer] recognises that racist behaviour can impact those who
experience or witness it and can affect job performance and cause stress,
anxiety or other mental health as well as physical health problems.

Where it has caused deterioration in job performance, this will be treated as a
health problem and the person will be encouraged to seek help under the terms
of this policy.

Access to independent and trained counsellors will be available to all staff. This
service will be strictly confidential between the counsellor and member of staff.
No details or records will be disclosed without the written permission of the
member of staff concerned.

Workers who have experienced racist behaviour will be offered paid time off to
attend counselling sessions. Contact details of counsellors will be publicised in
[state where] so that staff can make arrangements for counselling as and when
they wish.

Confidential support, practical information and advice is also available for
individual employees from the employee assistance programme. [include a
link or signpost to further information.]

Where the workers’ complaint is not upheld, or it is upheld but results in
disciplinary action short of dismissal of the wrongdoer, mediation and/or an offer
of redeployment may be offered to affected parties.

Further information

Trade union contacts [complete details]

Equality Advisory and Support Service (EASS) — for England, Scotland and
Wales

www.egualityadvisoryservice.com

For advice on discrimination issues 0808 800 0082
Equality Commission for Northern Ireland
028 9050 0600

Email: information@equalityni.org



http://www.equalityadvisoryservice.com/
mailto:information@equalityni.org

Signatories

This agreement is made between [name of the employer] and UNISON, a
registered trade union.

This agreement comes into force on:

Dater....oooiiii

SIGNED ..., for [name of the employer]
DATE ..o,

SIGNED ..o, for UNISON



