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Introduction:

Body Politic is committed to providing equal opportunities, fostering inclusion and ensuring a
community where everyone is treated with dignity and respect. We believe in the value of
diversity, in all its forms, and an inclusive culture enriches our charity and enables everyone
to produce their best work. We welcome everyone, irrespective of their interaction with us,
whether presenting or watching our work, attending a workshop, joining our team, following
us on social media, or dropping into our venues for a coffee.

Purpose and Scope:

This policy is designed to support all of our colleagues, trustees, third party providers,
customers and communities to be respected, provide trust and support everyone to feel a
sense of belonging - opposing and avoiding all forms of discrimination, unlawful and
otherwise. As such, we hold those who work for us and work with us responsible to the same
standards. Those who work with or for Body Politic must comply with this policy, including
third party providers.

General Principles:

We are an equal opportunities employer and arts charity provider that strives to lead with
inclusion at our heart.

We seek to remove barriers to enable more people to experience dance and all it has to
offer. We aim to reflect and respond to the world through dance, proactively creating an
accessible environment for communities to explore the art. We are held accountable to our
Board and our Equality, Diversity and Inclusion (EDI) Steering Group, which has been
running since April 2026.



Equal Opportunities

Body Politic wants to ensure that every individual coming into contact with the
organisation (employees, applicants, prospective employees, etc) has equal
opportunities. By being conscious of and actively challenging bias or prejudice we
make sure no-one is treated less favourably because of who they are or what makes
them different from other people. This requires a proactive approach to make
reasonable adjustments that address the visible and invisible barriers people face.

We aim to remove barriers and ensure we are compliant with the law, specifically the
Equality Act 2010, considering all protected characteristics, as well as additional
consideration of socioeconomic status.

Diversity

We consider diversity to mean celebrating difference and valuing everyone. Each
person is an individual with visible and non-visible differences and by respecting this
everyone can feel valued for their contributions which is beneficial not only for the
individual but for Body Politic too.

Dignity at Work

The Charity is committed to creating a work environment free from discrimination,
harassment, bullying, and victimisation, where everyone is treated with dignity and
respect.

Definitions:
Bullying might:

be a regular pattern of behaviour or a one-off incident
happen face-to-face, on social media, in emails or calls
happen at work or in other work-related situations

not always be obvious or noticed by others

It's possible someone might not know their behaviour is bullying. It can still be bullying even
if they do not realise it or do not intend to bully someone.

Examples of bullying at work may include but are not limited to:

constantly criticising someone's work

spreading malicious rumours about someone

constantly putting someone down in meetings

deliberately giving someone a heavier workload than everyone else

excluding someone from team social events

putting humiliating, offensive or threatening comments or photos on social media

In discrimination law (Equality Act 2010) there are 3 types of harassment:



e harassment related to certain 'protected characteristics' - there are 9 protected
characteristics under the Equality Act 2010, however only 7 are covered under
harassment claim (Age, Disability, Gender Reassignment, Race, Religion or
Belief - including no belief, Sex, Sexual Orientation)

e sexual harassment - is unwanted behaviour of a sexual nature

e less favourable treatment as a result of harassment - is when someone
experiences less favourable treatment because of how they responded to
previous harassment.

It's possible that serious harassment could also be a hate crime.

To be harassment, the unwanted behaviour must have either:

e violated the person's dignity
e created an intimidating, hostile, degrading, humiliating or offensive environment
for the person

It can be considered harassment even if the behaviour was not intended to have the effect.

Responsibilities

Body Politic ensures promotion of good employment practice and equality, including
recruitment.

Every employee is required to assist the Charity to meet its commitment to provide
equal opportunities in employment and avoid unlawful discrimination.

Employees can be held personally liable as well as, or instead of, the Charity, for any
act of unlawful discrimination. Employees who commit serious acts of harassment
may be guilty of a criminal offence.

Acts of discrimination, harassment, bullying or victimisation against employees or
customers are disciplinary offences and will be dealt with under the Charity's
disciplinary procedure. Conduct of this type will often be gross misconduct which can
lead to dismissal without notice.


https://www.acas.org.uk/hate-crime-at-work

Body Politic — Equal Opportunities, Diversity and Dignity at Work Action Plan

Governance and Organisational Development

Board to appoint a Equality and Diversity Lead

Objectives Action People Timescale Sign-off Costs
Fosters excellent equal opportunities, diversity and dignity at work through good Keep up-to-date with current legislation and undertake relevant training Artistic On-going Within existing budgets
employment practice, the artistic programme, audience development, learning Director
and participation. Set and regularly review SMART objectives in the business. Board
Staff
Review of the Equal Opportunities, Diversity and Dignity at Work Action Plan, Agenda point in all board meetings to review progress of all elements Board On-going Board 0
against ACE’s equality consideration. Update staff and dancer’s handbook. of the Equal Opportunities, Diversity and Dignity at Work Action Plan
and SMART objectives in the business plan and annually monitors the
policy. Any necessary adjustments made.
Staff across the organisation to implement the Equal Opportunities, Diversity Working practice and positive attitude of staff indicates that the action Avrtistic On-going 0
and Dignity at Work Action Plan plan is being followed in practice. Equality of opportunity is part of all Director
staff performance review objectives. Board
Staff
Participate in training and development activities, to encourage the promotion of Staff and dancers to complete Equality and Diversity training through Artistic On appointment Within existing budgets
the principles of this policy. the Educare online platform. Ensure training is inclusive and Director of new position
accessible to all. Board and renew every
Staff 2 years.
Identify any areas of knowledge that may be missing and seek suitable
training options.
Annual staff away day to consider a specific theme around Equal Ongoing
Opportunities, Diversity and Dignity at Work.
Annual
Commit to further enriching and diversifying the board Seek to recruit diverse and representative Trustees from the cultural Artistic 0
industries and beyond. Director
Board
Seek out further organisations that offer support in-board development,
recruitment and training.
Raise visibility and awareness of equality Artistic Directors to work with Board to develop methods of generating Artistic On-going 0
awareness, raising the profile of equality and linking this to practices Director
and activities of Body Politic at board meetings. Board




Employment

Procedure next
review:
November 2023

Every 6
months/annual

Objectives Action People Timescale Sign-off Costs

Job adverts, recruitment and auditions Advertise widely, using all available networks. Applications to Body Artistic On-going Within existing
Politic are encouraged from a diverse range of people. Assess whether Director budgets
there are other places and ways in which to reach more candidates. Board
Non-discriminatory recruitment process, accessible to all and
interview/audition panel is diverse, open and fair.

Equality monitoring form to acCharity job adverts.

Challenge racism & embed anti-racism within the organisation Approve organisational Anti-racism statement and publish on website. Artistic By April 2024 Within existing
Include details in documentation and publications such as handbooks, Director budgets
promoters and marketing information, programmes, etc Board

Staff
Identify training opportunities and ensure training is inclusive and
accessible to all.

Consider and support staff and artists with disabilities (both physical and Understand physical and hidden disabilities at the point of recruitment. Avrtistic On-going 0

hidden) and health issues. Identify the steps we take to embrace and include Work with the individual to plan how to be more inclusive. Director

their needs sensitively and inclusively Board

Staff
Consider and support staff and artists with religious beliefs Designate a suitable space as a multi-faith prayer room, if appropriate Artistic On-going Within existing
Director budgets
Mark religious holidays in the team calendar. Board
Staff
Be mindful of dietary requirements.
Ensure that LGBQT+ people are supported and included in the organisation Training and awareness on LGBQT+ rights. Avrtistic On-going Within existing
Director budgets
Gender-neutral language avoids bias towards a particular gender. Board
Staff
Celebrate LGBT History Month (Feb 2021), London Pride (26 June
2021), or Trans Day of Visibility (31 March 2021)
Ensure Maternity, paternity and adoption policy is up-to-date Updated every 3 years by monitoring the policy review log. Board Next review: 0
May 2024
The Charity is committed to creating a work environment free of harassment Adopt the Code of Conduct for Employees, Whistleblowing Policy and Avrtistic Code of 0
and bullying Grievance Procedure and ensure they are kept up to date. Director Conduct for
Board Employees next
Staff review: May
Foster an open and supportive environment for staff to come forward 2024
with concerns. Line Managers to arrange regular ‘touch ins’ and annual
appraisals to discuss any concerns. Whistleblowing
Policy and
Grievance




Anti-Racism and Cultural Commitment Statement

As a Hip Hop dance organisation, Body Politic recognises that Hip Hop is a culture rooted in Black communities, creativity, resistance, and lived
experience. It is far more than a dance style; it is a cultural movement with deep historical, social, and political foundations. We acknowledge
our responsibility to honour, respect, and protect the integrity of the culture in all aspects of our work.

Our organisation is committed to anti-racist practice and to creating an environment where diversity, equity, inclusion, cultural awareness, and
accountability are actively embedded into our decision-making, programming, partnerships, and leadership.

As an organisation working within an art form that has historically been underrepresented within the wider dance sector, we are committed to
creating opportunities for artists who have been excluded from traditional pathways. We believe that representation must extend beyond
participation and into leadership, decision-making, and influence. Through our programmes, partnerships, and organisational development, we
seek to support artists in developing the skills, confidence, and opportunities needed to become the next generation of leaders within the sector.

We recognise that working within Hip Hop culture requires continual learning, reflection, and action. We are committed to deepening our
understanding of the history, values, and foundations of Hip Hop culture, while ensuring that this learning translates into meaningful
organisational practice.

Our commitment includes:

Continuing our education around anti-racism, cultural awareness, and Hip Hop history.
Creating opportunities for open dialogue, reflection, and learning within our community.
Prioritising opportunities to learn from, collaborate with, support, and create opportunities for artists, educators, and leaders from the
communities that created and continue to shape Hip Hop culture.

e Supporting pathways for artists, educators, and cultural leaders from Hip Hop culture and other underrepresented backgrounds to
shape, influence, and lead our work at all levels of the organisation.

e Investing in leadership development, mentoring, and progression opportunities that enable emerging artists to grow into positions of
influence and decision-making.
Striving for meaningful representation across our programmes, partnerships, teaching teams, leadership structures, and governance.
Ensuring our work honours, credits, and respects the cultural origins of Hip Hop and actively challenges cultural appropriation.



e Actively seeking feedback from artists, participants, and communities connected to Hip Hop culture, and using this feedback to inform
our practice, accountability, and decision-making.
e Remaining accountable for our actions and committed to ongoing reflection, evaluation, and growth.

We understand that anti-racism is not a one-time statement but an ongoing practice. We are committed to doing this work with integrity,
transparency, and respect, while continuing to build an organisation that reflects, supports, and honours the culture from which Hip Hop
emerged and the communities who will shape its future.



	Anti-Racism and Cultural Commitment Statement 

