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Our approach to DE&I work

Tyneside and Northumberland Mind are an anti-racist and anti-prejudice
organisation. We are committed to having frank, open conversations about
all forms of prejudice and discrimination, including racism. We acknowledge
that racism and discrimination exist in our sector and within our
organisation, but we are actively working to move our charity, our people,
and our sector towards equity. We are not perfect, and we are still
learning, but we vow “to do the best we can until we know better, then
when we know better, we will do better” (quote adapted from Maya
Angelou).

Diversity, Equity, and Inclusion Surveys

As part of our diversity, equity, and inclusion work we regularly monitor our
progress through formal data collection, informal conversations, and
bimonthly DE&I committee meetings. In January 2024 we carried out our
latest round of surveys: the Equality and Diversity Monitoring Form (last
conducted in 2020) and the Culture Impact Survey (last conducted in
2023). This document outlines the results of these surveys.

What did this year’s surveys tell us?

We benefit from a wealth of lived experience. 63% of
respondents to our survey had personal experience of
mental ill health. Many had accessed mental health
services or had family members with lived experience.
This is an asset in our work, allowing us to build trusting,
empathetic relationships with those who come to us for support.

Consistent with previous years, we know that our organisation is
predominantly made up of women and most are white. We want to work to
actively dismantle racism within our sector and beyond and we recognise
that our organisation would benefit from greater diversity. This remains an
important goal for the organisation. 25% of respondents belonged to one
or more minoritised groups, a slight increase compared to last year,
however we recognise there is still significant work to do in this area.

Around a third of respondents felt that it was not their place to contribute
to decisions in the organisation, or that they weren’t often listened to.
39% felt they did not want to complain in case they were treated
differently. We want to create an organisational culture where everyone’s
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voice is heard and their input is valued. The surveys tell us we need to do
more to foster this culture.

100% of respondents broadly agreed that our organisation takes issues of
diversity, equity, and inclusion seriously. The vast majority strongly agreed
that they were willing and able to change their thoughts and behaviour to
create an inclusive organisational culture, and that as an individual they
were responsible for contributing to our DE&I work.

What we will do next

Recruitment. We will continue our work to improve
diversity through wider recruitment. Everyone in our 6
organisation is trained in DE&I and unconscious bias.
All applications are anonymised before shortlisting.
We are also working to ensure positions are
advertised widely, including to underrepresented _ ‘
communities. We will ensure that at least one .
person on every recruitment panel is trained in equal

opportunities selection. We will continue to pursue partnerships which
strengthen our relationships with underserved and underrepresented
communities.

Listening. The surveys tell us that more needs to be done to ensure
everyone in the organisation feels able to express their views and feels
part of decisions. The organisation has gone through some significant
changes in the last year. We have recently linked up wellbeing and
counselling leadership to create a whole-team approach to all services. We
will be working to encourage more conversations across teams using
digital platforms as well as regular team meetings. Our new premises will
offer an opportunity for more people to meet and work together in the
same place. We will set up an anonymous internal suggestion box for the
organisation to help everyone feel comfortable and safe expressing their
views. We will endeavour to improve the participation rates in our surveys
to ensure that the results are representative and give us as much insight
as possible.

Continuous learning. The majority of respondents agreed they were
responsible for supporting DE&I practices, but many stated they did not
feel it was okay to talk about experiences of difference. Not talking about
difference reinforces stigma and reinforces the idea that certain experiences
or characteristics represent ‘the norm’. Conversations about difference can
feel uncomfortable and challenge a person’s established ways of thinking.
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We need everyone to be equipped to face this discomfort and to recognise
how power, privilege, discrimination, and oppression shape everyone’s
experiences. We will facilitate this ongoing learning. We have a monthly
DE&I bulletin where we share resources and concepts with employees,
sessional workers, volunteers, and trustees. We have bimonthly DE&I
committee meetings where we set clear, practical actions and monitor our
progress. We conduct mandatory training in DE&I and unconscious bias, and
additional DE&I training modules will be shared on our new learning
management system. This culture of continuous learning will help move us
towards equity.

Accessibility. A number of respondents highlighted that our buildings could
be more accessible. We have recently acquired new premises and we are
consulting with Disability North to ensure that the building is accessible for
everyone and that appropriate arrangements are made for any clients who
require adjustments. Wherever possible we will provide flexible
appointments or locations, a digital/remote offer for services, and funding
for travel for those who cannot afford it. We also provide interpreters when
needed.

Accountability. We monitor our progress regularly so we can understand
what we’re doing well and where we need to improve, and we make
practical changes based on the data we collect. This is a continuous
process, and we commit to reviewing our progress and acting on our
findings on an annual basis at minimum.



1. Equality and Diversity Monitoring Results 2024

The Equality Monitoring form asks people questions about the following
characteristics:

e Gender identity

e Age
e Ethnicity
e Sexuality

e Marriage/civil partnership

e Disability

e Religion or belief

e Pregnancy and new parenthood

e Personal experience with mental health

The 2024 survey had 29 respondents, made up of employees, sessional workers,
and trustees. This is a small sample size compared to the size of the organization
which at the time of the survey was around 80 people. Some questions were
rephrased for the 2024 survey to make them clearer and to remove implicit bias.

Gender and gender reassignment

2020: Gender 2024: Gender

’

= \Woman = Man = Woman = Man
Non-binary m [ntersex Non-binary m Prefer not to say
Prefer not to say Self describe

80% of respondents in 2024 were women. In 2024 one respondent identified
with a gender different from that assigned at birth. This question has been
rephrased for the 2024 survey, as in the 2020 version of the survey there was
conflation of sex and gender terminology.
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2020: Age 2024: Age
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In 2024, the average age of respondents was around 47. Almost half were over
50. 10% of respondents were under 30, up from 3% in 2020.

Ethnicity

96% of respondents in 2024 were white. Ethnicity of respondents was as follows:

Asian/Asian British — Indian 0| 0%
Asian/Asian British — Pakistani 0| 0%
Asian/Asian British — Bangladeshi 0| 0%
Asian/Asian British — Chinese 0| 0%
Asian/Asian British - Prefer not to say 0| 0%
Black/ African/ Caribbean/ Black British - African O| 0%
Black/ African/ Caribbean/ Black British - Caribbean 11 3%
Black/ African/ Caribbean/ Black British - Prefer not to say 0| 0%
Mixed/multiple ethnic groups - White and Black Caribbean 0| 0%
Mixed/multiple ethnic groups - White and Black African 0| 0%
Mixed/multiple ethnic groups - White and Asian 0| 0%
Mixed/multiple ethnic groups - Prefer not to say O| 0%
White - English 16 | 53%
White - Welsh O 0%
White - Scottish 0| 0%
White - Irish O| 0%
White - Northern Irish 0| 0%
White - British 12 | 40%
White - Gypsy or Irish Traveller 0| 0%
White - Prefer not to say 11 3%
Prefer not to say O| 0%
Any background or ethnic group not listed. Please specify in the

box below 0| 0%
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In 2020 respondents self-described. The results were as follows, and suggest at

least 87% of respondents were white, though the actual total may be as high as

97%o:
Arab 1 3%
British 4 1%
Human 1 3%
Prefer not to say 1 3%
UK European 1 3%
White 2 5%
White British 25 68%
White English 5 14%
Sexuality
2020: Sexuality 2024: Sexuality
0 5 10 15 20 25
0 20 40
Asexual
Asexual 1 Bisexual HH
Bisexual W Gay
Gay | Heterosexual I
Heterosexual I Lesbian 1
Lesbian Pansexual I
Prefer nottosay I
Pansexual |
Self described: Queer 1

None of the above

In 2024, five respondents (17%) identified as LGB+, with a further two
respondents preferring not to disclose their sexuality. Some respondents

identified with multiple labels.

Marriage/Civil Partnership

40% of respondents were married or in a civil partnership in 2024, compared to
62% in 2020.



Disability

2020: Do you consider 2024: Do you consider
yourself to have a disability or yourself to have a disability or
a mental or physical health a mental or physical health
condition that has a condition that has a
substantial and long-term substantial and long-term
effect on your ability to carry effect on your ability to carry
out everyday activities? out everyday activities?

mYes mNo Prefer not to say mYes mNo Prefer not to say

20% of respondents in 2024 reported having a disability or a mental or physical
health condition that had substantial and long-term effects on daily life (19% in
2020).

Religion or belief

No religion or belief 15 | 50%
Atheist 4 13%
Buddhist 0 0%
Christian 4 13%
Catholic 2 7%
Jewish 0 0%
Hindu 0 0%
Muslim 0 0%
Pagan 1 3%
Sikh 0] 0%
Rastafarian 0 0%
Prefer not to say 2 7%
Spiritualist/Spiritualism 2 7%




Religion or belief (continued)

In 2020 respondents described their religion or belief in their own words. The
results were as follows:

Agnostic 3 8%
Catholic/Roman Catholic 3 8%
Christian/C of E 1 30%
Humanist 1 3%
Islam 1 3%
Jehova's Witness 1 3%
Non practicing Christian 1 3%
Atheist 2 5%
No religion or belief 14 | 38%
Pagan 1 3%
Prefer not to say 1 3%
Spiritual not religious 1 3%

Pregnancy and new parenthood

In 2024 none of our respondents disclosed that they were pregnant, or that they
had given birth or become a new parent in the last 12 months. In 2020, one
respondent had had a baby in the last 12 months.

Experience of Mental Health

In 2024, 63% of respondents had personal experience of mental ill health. 33%
had accessed mental health services. 53% had a family member or friend who had
experienced mental ill health. This question was not included in the 2020 survey.

Which of these categories best represents your experience of
mental health? Please tick all that apply.

Prefer not tosay [l
None of the above | EG—zG
| have a family member/friend who has experienced mental _
ill health
| access/have accessed mental health services || EEGEGcNGEGE
| have personal experience of mental ill health

0 2 4 6 8 10 12 14 16 18
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2. Culture Impact Survey Results
The Culture Impact survey asks respondents:

e Whether they are part of a minoritized group or groups.

o If they experience discrimination in daily life, and how often.

e How they would feel about reporting discrimination.

e To specify how much they agree or disagree with 32 statements
regarding workplace culture. (Scale: strongly agree, mostly agree,
agree slightly, disagree slightly, mostly disagree, or strongly disagree.)

e Whether they feel the organisation’s culture aligns with its values.

In 2024 we had 28 respondents (up from 18 in 2023). This is a small sample
size compared to the size of the organization which at the time of the survey
was around 80 people.

If you have experienced or witnessed
discrimination within this organisation, did you
feel comfortable or safe enough to report it?

m Yes = No Not Applicable

A quarter of respondents belonged to one or more minoritised groups (+2
compared with 2023). More respondents answered maybe/not sure (+3).

Half of respondents reported experiencing some direct or indirect
discrimination in their daily life. This year, 100% of respondents stated either
that they felt comfortable and safe enough to report incidents they had
witnessed, or that they did not feel this question was applicable (up from
89% in 2023).

75% of respondents feel that the organisation’s culture aligns wholly with
its CARES values [Collaborative, Accessible, Respectful, Empowering,
Supportive], up from 67% in 2023.
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Culture Impact Survey Results

Please select how much you agree or disagree with each | Strongly | Mostly | Agree Disagree | Mostly Strongly | Broadly | Broadly
statement Agree Agree | Slightly | Slightly | Disagree @ Disagree | Agree Disagree
I feel that we have enough open, honest chatsinour | 9 14 3 1 1 0 93% 7%
teams about diversity, equity, and inclusion.

I feel the communications from our organisation are | 10 9 7 2 0 0 93% 7%
clear, open, and honest.

I feel it's not my place to contribute to discussions | O 3 5 4 6 10 29% 71%
and decision-making within the organisation.

I feel I can voice a different opinion to my 10 12 4 0 2 0 93% 7%
colleagues without fear of negative consequences.

I feel I can be my authentic self without feeling | 11 12 5 0 0 0 100% | 0%
judged by my colleagues.

I feel ourorganisation takes issues of diversity, 15 11 2 0] 0] 0] 100% | 0%
equity, and inclusion seriously.

I feel valued as a person and an employee or | 10 9 7 1 1 0 93% 7%
volunteer.

I feel my efforts do not go unnoticed by other | 8 10 6 3 1 0 86% 14%
people on my team.

I feel supported and encouraged by my team lead. | 11 5 9 1 1 0 89% 7%

I feel diversity is well represented at all levels | 6 5 7 9 0 1 64% 36%
within our organisation.

I feel that my contribution to discussions has an | 4 10 9 3 2 0 82% 18%
impact on decision-making.

I feel a sense of belonging within our organisation. | 8 11 8 1 0 0 96% 4%
I feel it is important to me to support our 20 6 2 0 0 0 100% | 0%
organisation's diversity, equity, and inclusion

strategy.

I feel uncomfortable when talking about issues | O 1 2 2 9 14 1% 89%

around diversity, equity, and inclusion.
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I feel like I don’t want to complain, in case I'm
treated differently.

I feel that I’'m not often listened to.

I feel any complaint I make would be taken seriously
and that any necessary action would be taken
promptly.

I feel everyone in the organisation respects
everyone else, even when we’re very different to
each other.

I feel comfortable challenging discrimination,
prejudice, and exclusion within our organisation.

I feel our organisation celebrates difference and
embraces people’s unique contributions.

I feel I am good at challenging my unconscious bias
and know how it might affect my decisions.

I feel confident I know how to report bullying and
harassment if I saw it happening within our
organisation.

I feelit’s important to recognise that discrimination
exists within our organisation and our sector.

I feel that I'm good at actively pursuing learning
about different people and experiences, because it
is important.

I feel willing and able to change my thoughts and
behaviour to create an inclusive organisational
culture.

I feel my colleagues respect me and my views, even
if they’re different to theirs.

0

0
13

10

10

14

N

13

14

15

20

12

12

N

12
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N
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If I have a complaint about how I've been treated
or if I notice something is not inclusive, I feel
comfortable to register that complaint.

I feel I can safely talk about aspects of my personal
life without worrying it will affect people’s opinions
of me.

I feel it's not okay to discuss people’s experiences
of differences (like skin-colour, sexuality, disability).
I feel my needs in the workplace are addressed and
supported with comprehensive, inclusive policies.

I feel it is my responsibility to contribute to our
organisation’s diversity, equity, and inclusion
practices.

I feelreluctant to change the way I do or say things,
even if someone else finds it offensive or
exclusionary.

n

12

16

10

10

13

24

96%

89%

43%

89%

100%

4%

4%

4%

509%

4%

0%

93%



