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LETTER FROM CEO 

02 PAPER ARTS CIC | EQUALITY, DIVERSITY & INCLUSION STRATEGY

GRACE SODZI
C H I E F  E X E C U T I V E  O F F I C E R

Autobiographies of successful Black female

entrepreneurs/business women

The means to research companies I’m applying to join, to be

able to access their policies

Advice from organisations that specifically help Black women

Apply for jobs in organisations that are clued up on diversity

Be unapologetic for who I am.

It has been an interesting process, putting this strategy together.

As someone who is at an intersectionality and is subject to

various combinations of disadvantages, the promise of inclusivity,

equal opportunities and a diverse community has always seemed

slightly too good to be true. I was torn between feeling

comforted by writing about the legalities such as the Equality Act

which is clearly put in place to do good, and feeling disheartened

by the fact it seems things aren’t changing fast enough, if at all.

In one of my final assignments at University, I reflected on one of

my concerns which was ‘being a minority decreases my

employability.’ Entering into the world of work this was a very

real concept for me. I listed the support and resources I needed

as:

As a young, queer, Bi-racial woman, there are a number of

barriers I have faced throughout my life. I am however also

incredibly aware of my own privilege particularly in regards to

being middle class and non-disabled. Now I have been given the

opportunity to run an organisation, it is personally important to

me to ensure equity, diversity and inclusion are the underlying

themes in all that we do. I will hold myself, my team and our

Board accountable and do all that I can to continue the

movement to a better creative industry and third sector that is

more representative of the real world, and not just the privileged

few.

By taking up space in this role I hope to act as a role model for

those who have had similar challenges to me as well as providing

others in the sector the opportunity to see the benefits of holding

diversity dear not just at the bottom of an organisation, but at

leadership level.

Black Lives Matter.
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VISION STATEMENT
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“THE CREATIVE INDUSTRIES ARE INCLUSIVE AND

OFFER OPPORTUNITIES EQUAL TO ALL, LEADING

TO A TRULY DIVERSE SECTOR THAT SHOWCASES

THE BEST OF UK’S ART AND CULTURE.”
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DEFINITIONS 
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Equality is removing barriers. It means equal rights and opportunities are

afforded to all. The 2010 Equality Act in the UK protects those with

protected characteristics from direct and indirect discrimination in the

workplace.

Equity recognises that treating everyone equally has shortcomings, when

the playing field is not level. An equity approach emphasises that

everyone should not be treated the same, but according to their own

needs.

Diversity is supporting and reflecting different cultures, enabling all

artistic and creative voices to be heard. It refers to the demographic

differences of a group - at team and organisational level. It references

protected characteristics in UK law: age, disability, gender reassignment,

marriage and civil partnership, pregnancy and maternity, race, religion or

belief, sex and sexual orientation.

Inclusion is creating opportunities for people to work in, engage with,

participate in, and experience arts and creativity throughout the city. It is

often defined as the extent to which everyone at work, regardless of

their background, identity or circumstance, feels valued, accepted and

supported to succeed at work.
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Diversity across the Creative Industries remains largely

unchanged, still failing to be representative of the wider

working population or the communities that it works to

serve and engage. We strive to ensure that opportunities

to work with, work for and develop at PAPER Arts are

open to all. We are looking at these issues holistically,

understanding that change is required across a range of

related areas of our work.

We will publish our findings annually, alongside the

practical actions we are taking to advance diversity and

inclusion in our organisation.

We are aware that when those who face barriers opt out

of particular careers or professional and artistic routes, it

is rarely about lack of ambition or awareness and more to

do with battling feelings of not belonging and access to

opportunities. We want to focus not on helping

underrepresented groups assimilate into unfamiliar

cultures, but to tackle the cultures ourselves. We believe

it’s a change in organisational culture, that will affect real,

long-lasting change.

We also take intersectionality seriously. To change the

make-up of the arts so they better reflect society as a

whole, we will look at people’s work lives as being

shaped by many axes of inequality that often work

together and influence one another or creative distinct

types of disadvantage.

OUR APPROACH
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BLACK LIVES MATTER 
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OUR STATEMENT: 
We promise that as we rebuild PAPER Arts in a world forever

changed by a global pandemic, we will do so in a way that can

never again perpetuate the systems that stop Black people from

thriving within the sector. We wholeheartedly commit to ensuring

equity, investment in, and opportunities with and for Black artists

and creatives within our organisation’s culture and work, and in

doing so, becoming the change we all need to see. We will set bold

and radical goals and communicate these clearly and publicly. We

will meaningfully measure, and honestly and openly report on our

progress year on year. Through this, we will proudly be a part of a

movement that changes the face/s of the Arts & Culture sector, to

reflect and represent the UK of the 21st Century.

OUR PROMISE FOR PERMANENT AND RADICAL CHANGE: 

Take radical action now

Create an anti-racist culture where Black people can thrive and

fulfil their potential

Be accountable for the change
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BUSINESS CASE
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Diversity and equality are crucial to the arts and culture because they release the true

potential of our nation’s artistic and cultural talent - from every background. Our

diverse nature offers unique opportunities for artistic and cultural collaborations and

innovation. Arts Council England calls this their ‘Creative Case for Diversity.’

Experience shows that organisations that embrace EDI are more successful creatively,

as they recognise the rich artistic and creative opportunities that diversity and

inclusion offers, as well as being more economically viable and sustainable. It makes

good business sense to diversify audiences and better reflect the changing population

of Bristol and beyond.

With increasing overall social equality, we will create an artistic community more

representative of society and projects that are more engaging, diverse and

outstanding as a result. Tackling these barriers to equality is a matter of artistic and

societal benefit.

Everyone should have equal access to employment and development based on merit,

not because they have the fortune to access training, experiences or networks that

others haven’t - these aren’t indicators of someone’s ability. We have to learn to

recognise and utilise someone’s skills, even if they are presented to us in ways that

we’re not used to - it could be bad for business’s productivity if we don’t do this!

Anecdotal evidence suggests that where an organisation’s workforce reflects its local

community, it improves the diversity of audiences/customers and helps to extend

reach. Furthermore, by exposing staff to difference, the more we are able to

understand and value it - increasing acceptance and kindness.

Embracing a diverse range of thoughts, ideas and ways of working from different

backgrounds, identities and circumstances, improves planning, decision making and

engagement. Diversity is often thought to contribute to organisational innovation

through better decision-making and knowledge-sharing. However, outcomes will be

limited if multiple perspectives are not considered in a team. Research supports the

idea that inclusion is linked with team innovation, creativity and knowledge sharing.
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We want PAPER Arts to mean more, to more people - to strengthen our relevance to

communities in Bristol as well as the partners and practitioners with whom we work.

We will therefore demonstrate how we are listening to the voices of the public,

including children and young people, artists and creative practitioners, as well as the

partners we work with. We will reflect what we hear in the planning of our work.

We know that the arts, film and creative industries are not currently representative of

the population in England, either in terms of workforce or in terms of audience and

participation. We are not using all the resources available to us, and benefitting fully

from diversity of experience. Boards tend to be homogenous. The employment in our

funded organisations of disabled people and those from ethnic minorities is low.

There are deep-rooted issues to be addressed about the representation of women on

stage, screen and in the games industry.

People deserve to be treated equally regardless of their background, identity or

personal circumstances. Failure to do this means we risk treating one person less

favourably than another, which isn’t fair. We all have the right to develop and grow,

be rewarded, equally supported and be given a voice on the things that matter to us. 

MORAL CASE
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Eliminate unlawful discrimination, harassment and victimisation, as well as 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

The 2010 Equality Act requires organisations to consider and advance equality. To

keep us on track with this we agree targets for how our governance, leadership,

employees, participants, audiences and the work we make will reflect the

communities in which we work. These targets cover both protected characteristics

(including disability, sex and race) and socio-economic background.

The Equality Act 2010 provides a comprehensive legal framework to protect the

rights of individuals and advance equality of opportunity for all. As an organisation

that supplies services, and as an employer, we are subject to the Equality Act.

We promote a fair and more equal society and show ‘due regard’ to:

LEGAL CASE 
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OUR PRIORITIES 
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BEING AN ACTIVELY ANTI-RACIST ORGANISATION

 

CREATING A MORE INCLUSIVE ORGANISATION

FOR THOSE WITH A DISABILITY

 

MONITORING AND IMPROVING OUR ENGAGEMENT

WITH THOSE FROM A LOWER SOCIO-ECONOMIC

BACKGROUND 
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OUR COMMITMENT TO YOU
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Our programmes/work tell the stories of diverse communities in Bristol

We consider the diversity of representation on stage and screen, in publications and in the work we exhibit

and produce

We consider the gender balance in creative roles

Our Board is diverse and we monitor the equality characteristics of our Board members.

Our recruitment procedures are fair and accessible, with all opportunities being advertised and promoted

widely

Our staff team is diverse at all levels of the organisation

We monitor the protected characteristics of all employees, including the artists we work with

Our staff and Board receive regular equalities training

At a minimum, we pay all staff Bristol’s living wage

As a minimum, we pay standard industry rates to artists

We pay interns, and don’t offer unpaid opportunities

We gather audience data and evidence the demand for our work

We offer a range of appropriate concessions in ticket prices 

We provide information about different ways to access buildings where delivery takes place, and detail

transport options

We make it clear when a building is not fully accessible

We prioritise accessible venues for all delivery and meetings

We will measure the effectiveness of what we are doing with regular feedback surveys

Diversity and Inclusion is an agenda item at all Board and team project meetings

We actively support the development of, and open opportunities for, our Black Creative workforce

We practise compassionate leadership: leading with kindness, paying on time, taking time to listen and check

in; and developing a culture of transparency and openness, where teams are empowered and supported to

perform at their best whilst maintaining a healthy work/life balance. 

Radical change starts at the top. We will ensure that Black people are able to prosper in every part of our

organisation, at every level - and that Black people will be able to clearly envisage their future selves thriving

in the arts, because people who look like them are already doing so.

We operate a zero-tolerance policy for racism of any kind: within our organisation, and those we work with in

any capacity

We will eradicate the use of terms such as BAME, People of Colour, Urban and other acronyms and terms that

generalise or cause harm. We will be specific in our language and apply this through all of our

communications - both internal and external - in written, verbal or any other form.

We will monitor and increase our engagement with those from a lower socio-economic background
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OUR COMMITMENT TO YOU
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Our team and Board sign to say that they commit to doing all they can to embed these actions in the next 12 months.

Signed:

GRACE SODZI - CEO

ONEIL ASHLEY - CHAIR OF THE BOARD

BECKA WHITELEY - BOARD DIRECTOR

ROBERT WEBSTER - BOARD DIRECTOR

CHARLY EVANS - BOARD DIRECTOR

KIRSTEN CREE - BOARD DIRECTOR

KATY WELSH - COMMUNICATIONS MANAGER

KATE BURGESS - PROJECT COORDINATOR

LAU BATTY - ENGAGEMENT PRODUCER

AMIE THOMPSON - BOOKKEEPER

12 / 05 / 2021

07 / 06 / 2021

25 / 05 / 2021

22 / 05 / 2021

18 / 05 / 2021

17 / 05 / 2021

15 / 05 / 2021

13 / 05 / 2021

13 / 05 / 2021

12 / 05 / 2021
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CLOSING STATEMENT 
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"ENGAGING WITH THE UNFAMILIAR AND

CHOOSING TO DO WHAT WILL LEAD TO THE

MOST IMPACTFUL AND INNOVATIVE OUTCOME,

RATHER THAN WHAT FEELS MOST

COMFORTABLE, WILL BE KEY TO MAKING LONG

TERM, POSITIVE CHANGE" 

- JERWOOD ARTS
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