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The Equality, Diversity and Inclusion 
Toolkit 

In April 2013 the Diversity Trust 
published an ‘Equalities Standard’ for 
Substance Misuse Service providers in 
partnership with Bristol City Council 
and Safer Bristol Partnership. 

 

The Step By Step Guide 

This document is a new resources that 
compliments the Equalities Standard 
making it more accessible. Indicators 
of Cultural Competency and a Step by 
Step Guide will make  change the way 
you work. 

 

Providers to need to take practical 
steps towards achieve equality, 
diversity and inclusion and to building 
a culturally competent workforce. Our 
step by step guidance will help 
providers take the necessary step to 
progress and achieving these goals.  

 

The step by step guide tells  us how 
and when to do things. 

 

It simplifies the Equalities standard 
into a practical and realistically 
achievable process. 

 

 

 

 

Introduction 

This means that it is like having an 
equality and diversity officer with you 
at each step and that resource can be 
used to maximum affect. 
 
Cultural Competency Indicators  
 
This gives us an agreed definition and 
helps us to identity the parts of our 
work that demonstrate cultural 
competency. 
 
This resource aims to: 
 
Provide practitioners with the tools to 
identify what is meant by Cultural 
Competency.  
 
Support providers to achieve Cultural 
Competency within the provision of 
services. 
 
All of the resources will be available to 
download at www.diversitytrust.org.uk 

 

http://www.diversitytrust.org.uk
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The Toolkit consists of 3 resources:  

 

•The Equality Through Provision and 
Within Practice Guide (The Guide) 

•Diversity Toolkit (DVD) 

•Equalities  Standard 

 

The Guide 

 
The Guide supports providers to 
deliver discrimination free services and 
promote and respect the equality and 
diversity needs of service users and 
staff. 

. 

 

 

 

 

 

 

DVD 

 

This DVD includes examples of good 
practice from  providers, peer mentors 
and service users to depict a unique 
picture of Bristol’s substance misuse 
provision. 

 

The Equality, Diversity and Inclusion Toolkit 

 

 

 

 

 

 

 

 

 

The Equalities Standard 

 

The Standard introduces 4 levels of 
achievement: 

 

• Foundation 

• Preliminary 

• Intermediate 

• Advanced  
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 This guide uses  the following process 
to change the Equalities Standard in 
to steps according to the required 
‘level of achievement’ 

 The process followed is : 

• Review 

• Implement 

• Monitor 

• Preparation  

See figure 1.1 Below 

 

 

 

 

 

 

 

 

Step By Step  Guide 

It systematically re-organises the grids 
 order to follow this process. 
 

Figure 1.1: Change Process 
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 The overall number of grids have 
been reduced to required actions. 
See page… 

 

 These actions have been simplified 
into one accessible poster. 

 See figure 1.2 

 

 

 

 

 

Step By Step  Guide 

The follow pages will  provide more  
specific information on the actions 
required to meet each level of 
achievement. 

Figure 1.2: Step by Step Poster 
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ROADS providers need to have a 
diverse and representative workforce 
and should continuously work to 
become culturally competent. 
 
The Strang 2012, strongly suggests that 
recovery should: 
 

• Help people to find 
opportunities to participate 
in wider society 

• Be culturally appropriate 
 
Furthermore strang speaks of the 
importance of ‘recovery capital’: 
   

‘We have been clear about the 
importance 

of building on the ‘recovery capital’ 
someone needs 

in order to attain and sustain their 
recovery: their 

social, physical, human and cultural 
resources…treatment’s part can, 
and for many should, be vital and 

substantial’ 
 

Cultural Competency and Recovery Capital 

Strang highlights the 4 most important 
kinds of ‘Recovery Capital’, or resource: 
 

• Social: support from and 
obligations to family, partners, 
children, friends and peers 
 
• Physical: finances and safe 
accommodation 
 
• Human: skills, mental and 
physical health, a job 
 
• Cultural: values, beliefs and 
attitudes held by the individual. 
 

It is essential that practices value 
cultural, religious, sexual and other 
forms of diversity as sources of identity 
and community . 
 
A Recovery-oriented provision requires 
an understanding of an individual in 
their cultural context and a willingness 
to provide flexible services which 
respect individual and family cultural 
identities. 
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Cultural competency (CC) is a process 
it is a contiguous cycle of engagement, 
learning and development.   
 
‘It is a process of becoming culturally 
competent, not being culturally 
competent’ 
 
There are a number of models that 
have been developed to explain 
cultural competence. This model 
focuses both on the levels  of 
development and the components and 
uses definitions and terms that directly 
relate the Equalities Standard. 
 
This model list 3 essential areas that 
contribute to an institution’s or 
agency’s ability to level of culturally 
competency: 
 
Areas: 
 
• Commitment and Communication 
• Mapping and Gapping 
• Engagement and Representation 
 

Cultural Competency  

Commitment and Communication 
• Demonstrating a Desire 

(Driving and shaping change) 
• Listening and Connecting 

(Openness and Response to 
feedback) 

 
Mapping and Gapping 

• Knowledge and Awareness 
• Targeting and Achieving 

 
Engagement and Representation 

• Opportunities for 
Participation and Influence 

• Access and Resources 
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Demonstrating a Desire (Driving and 
shaping change):  

• Demonstrating a desire and steps 
to ensure a learning, developing 
and inclusive culture within the 
‘organisational infrastructure’ and 
‘service provision’.  

• Services should have a 
commitment to ensuring equality 
and diversity considerations are 
integral to their performance and 
strategic aims. 

• Evidence of organisational 
commitment in terms of resource 
allocation, compliance with the 
Public Sector Equality Duty, 
service planning and contract 
management. 

•  Providers will be committed to 
evidence based policy and 
practice in relation to their work 
on equality and diversity. 

• Staff should value diversity and 
want to become cultural 
competent. 

Performance Areas 

Commitment and Communication 

Listening and Connecting (Openness 
and Response to feedback): 

• Inclusive, clear, transparent and 
appropriate communication with 
different equalities communities to 
enable consultation and 
identification of needs. 

• Understanding an exploring a 
service users treatment journey 
and journey to treatment. 

• Indication from service users from 
all equalities communities that 
their needs have been met and 
that their voices have been heard. 

• ‘Holistic’ approaches that takes 
account the needs of individuals 
and equalities communities. 

• Gaining equalities communities 
respect and trust. 

• Having a positive reputation for 
delivering equality, diversity and 
inclusive outcomes. 

• Sharing knowledge and evidence 
with other partners in the 
voluntary, community and public 
sector. 
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Mapping and Gapping 
  

Knowledge and Awareness 

• Institutionalised knowledge and 
awareness of the local 
communities. 

• Equality mapping make use of 
both national and local data. 

• Recognising that the local 
community is becoming 
increasingly diverse. 

• Understanding differences within 
equalities communities. 

• Being conscious of the dynamics 
when cultures interact. 

• Understanding where equality 
gaps are for different 
communities. 

• Identifying priorities and key 
outcomes. 

• Providers and staff need to 
understand the importance of 
equality and diversity and 
reducing inequalities.  

• Providers should be monitoring 
the impact of their work in 
reducing inequality. 

• The workforce having 
opportunities for cultural tours 
and encounters. 

• Having the capacity for cultural 
competency self-assessment. 

Targeting and Achieving 

•  Identifying key equality and 
diversity gaps in order to inform 
priorities. 

• Ability to provide responsive 
services and consider the needs, 
identity and culture of service 
users and the workforce. 

• Providers should also be working 
with partners both regionally and 
locally to improve the availability 
and access to local equality data. 

• Clear evidence that effort to 
improve results and outcomes 
equalities communities have been 
effective. 

• Clear evidence that gaps between 
service users has been reduced.  

• Improved levels of service user and 
staff satisfaction. 

• Working together on equalities as 
an efficient way of addressing local 
inequalities. 

• Developed adaptations of service 
delivery reflecting an 
understanding of cultural diversity. 

• Success and results with 
communities above and beyond 
meeting their cultural needs. 

 

 

Performance Areas 
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Opportunities for Participation and 
Influence 
• Services should be actively 

provide opportunities for 
equalities communities to 
effectively engage on every level 
including; through consultation, 
decision making, service provision 
and in treatment 

• Improved and effective 
community and workforce 
engagement involving individuals, 
groups and equalities 
communities who may experience 
disadvantage and inequality. 

• Services finding creative and 
innovative ways of involving 
equalities communities, service 
users and the workforce. 

• Service having  the means to 
involve equalities communities in 
decision making as well as service 
and workforce development. 

• Effective engagement should 
result in the reciprocal transfer of 
knowledge and skills among all 
partners. 

Performance Areas 

Access and Resources 
• Services must be working towards 

and achieving a modern and 
diverse workforce that looks to 
represent the service user 
demographics. 

• Service to demonstrate  
improvements in diversity and 
growth of service users from 
under-represented equalities 
communities. 

• The portion entering, actively 
engaging and successfully 
completing in treatment remains 
balanced.   

• Services work to meet the needs of 
those under-represented 
equalities communities.  

 

Engagement and Representation 



Cultural Competency 

Indicators 

The Equality Standard highlights a 

number of examples of Cultural 

Competency as shown below: 

 

 

 

 

 

 

 

 

 

 

These highlighted areas have been 

simplified and made more 

accessible and reduced to 2 levels: 

 

• Foundation – Preliminary 

• Intermediate – Advanced 

 

The first has en emphasis 

approaches and attempts. 

 

The second provides more 

measurable and richer outcomes. 
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‘Equalities Communities’ 

For the purpose of the training we are defining ‘equalities 

communities’ in relation to the ‘protected 

characteristics’ in the Equality Act (2010), these are: 

 

• Age 

• Disability 

• Gender reassignment 

• Marriage and civil 

partnership 

• Pregnancy and 

maternity 

• Race 

• Religion or belief 

• Sex 

• Sexual orientation 



Definitions 

For the purpose of the model we have used the 
following definitions for the terms equality, 
diversity and inclusion. 

 

•Equality is about creating a fairer society, where 
everyone can participate and has the opportunity 
to fulfill their potential. 

 

•Diversity literally means difference. When it is 
used as a contrast or addition to equality, it is 
about recognising individual as well as group 
differences, treating people as individuals, and 
placing positive value on diversity in the 
community and in the workforce. 

 

•Inclusion is seen as a universal human right and 
aims at embracing all people irrespective of their 
protected characteristic. It is about giving equal 
access and opportunities and getting rid of 
discrimination and removing barriers. 

 


