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Melton Foundation Anti-Discrimination Policy

Preamble

The Melton Foundation is a leading proponent of Global Citizenship. We exercise and
promote Global Citizenship and diversity by creating a space for individuals and
organizations to work together across boundaries of place and identity to solve challenges
in an interconnected world.

Our anti-discrimination policy explains how we prevent discrimination and protect our
stakeholders from offensive and harmful behaviors. This policy supports our overall
commitment to becoming an anti-discriminatory organization. Anti-discrimination is not
the same as not being discriminatory. Anti-discrimination means actively preventing and
confronting discrimination wherever and whenever it can and does occur.

The Melton Foundation is committed to providing an inclusive, equitable, accessible,
welcoming, and anti-discriminatory environment for our staff, fellows, volunteers, service
providers, and any other parties with which the Melton Foundation works.
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1. Discriminatory behavior and harassment

Discrimination can have many faces. The most visible include publicly denouncing,
threatening, or even harming people because of specific characteristics. Discrimination also
encompasses unfair or prejudicial treatment of people because of specific characteristics,
as well as unjustly favoring others. Microaggressions may be less noticeable but are equally
harmful and are systematically embedded in many of our day-to-day behaviors. Thus, if
microaggressions are left unchecked, they can implicitly support a culture of discrimination.

The following list displays instances that we consider discrimination. This list is provided for
initial illustrative purposes and, therefore not considered to be exhaustive.:

● All forms of physical aggression and the commission of any hate-related crime
● Expression of aggression, sarcasm, ridicule, or disregard for the dignity or worth of

individuals or groups based on specific characteristics
● Abusive, aggressive, derogatory or condescending, or offensive language or

behavior toward an individual or group based on the protected characteristics listed
here:

○ Age and generation
○ Gender and gender expression
○ Sexual orientation
○ Mental and physical abilities
○ Level of health
○ Personality traits and behaviors
○ Race, ethnicity and religion
○ Language and nationality
○ Location (such as rural and urban)
○ Social origin and parental background
○ Income, education and socioeconomic status
○ Appearance
○ Spoken language

● Any blatant disregard, disrespect, interruption, and/ or misrepresentation of others'
thoughts, feelings, and opinions that would endanger the safety and inclusive
nature of our meeting spaces and platforms.
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● Any unjustified distinction when making decisions about working with external
service providers, hiring, firing, or promoting people within the Melton Foundation,
as well as in the selection of voluntary positions.

● Any sexual harassment is understood as behavior of a sexual nature that is
unwelcome and offensive to the person or persons it is targeted toward. Examples
of harassing behavior may include unwanted physical contact, foul language of an
offensive sexual nature, sexual propositions, sexual jokes or remarks, obscene
gestures, and displays of pornographic or sexually explicit pictures, drawings, or
caricatures.

● Any bullying is understood as ongoing and deliberate misuse of power in
relationships through repeated verbal, physical, and/or social behavior that intends
to cause physical, social, and/or psychological harm. It can involve an individual or a
group misusing their power, or perceived power, over one or more persons who
feel unable to stop it from happening.

● Any indirect discrimination. Indirect discrimination is usually less obvious than direct
discrimination and is normally unintended. Generally speaking, it occurs when a rule
or plan of some sort is put into place that applies to everyone; it is not
discriminatory, but it could put those with a certain protected characteristic at a
disadvantage.

We recognize that sometimes discrimination is unintentional, as we all have unconscious
biases that could be difficult to identify and overcome. A large part of our program is
directed toward supporting our fellows and stakeholders to understand the different
nuances and forms of discrimination and how to address and avoid them.

If people unintentionally discriminate, they are still held accountable for their actions, but
we will support them through identification of training and counseling that mitigate biases.
Any intentional discrimination, however, will not be tolerated and will be subject to the
consequences as laid out in the complaint procedures & consequences below.

The Melton Foundation is committed to creating safe and empowering spaces where
discrimination that has been experienced can be declared and addressed without feeling
social pressure to forgive and forget.
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2. Code of Conduct across all stakeholders and areas of activities
In the following, we lay out further principles to ensure all our internal and external
activities and policies, as well as our relations with external stakeholders, reflect our
mission to be an anti-discriminatory organization.

2.1. The Board of Directors

The Board of Directors (BOD) is the highest decision-making body of the Melton
Foundation. As such, the body sets an example to the whole MF community and beyond.
Specific actions to ensure it operates at its highest standards include but are not restricted
to the following:

Selection

Selection to the BOD will be made in a transparent and inclusive manner to reflect the
represented diversity of the Melton Foundation. BOD members have the highest
responsibility set and ensure the function of a non-discriminatory foundation where every
member is respected, valued, and included. Selection to the BOD will be made solely by the
strategic contributions the member brings to enhancing and furthering the mission of the
Melton Foundation and not by any other characteristics irrelevant to the position and the
respective responsibilities as an elected BOD member. The Melton Foundation constantly
strives to avoid selection approaches to the BOD that are discriminatory and may unduly
prevent qualified candidates from being selected to the BOD. All qualifications to be
selected to the BOD will therefore be done in a transparent manner during the selection
process.

Working together

BOD members will work together in an inclusive and respectful manner that exemplifies
the Melton Foundation’s values of diversity, equity, and inclusion. BOD members are
prohibited from engaging in discriminatory behaviors on the basis of race, color, nationality
or ethnic origins, sex, age, disability, religion, gender identity or expression, or any other
form and characteristic behaviors determined by the Melton Foundation to be
discriminatory.
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Decision-Making

Decision-making by the BOD will follow the foundation’s procedures and processes as
established by the MF’s bylaws. Decision-making power will not solely reside in a single
individual but is distributed in a manner that ensures the needed checks and balances are
in place. This includes the respective qualified persons given the authority collectively by
the BOD and the Foundation to make such decisions. Decisions will be made in
consultation and collaboration with members with the expertise and experience in the
subject matter as needed. In making decisions, the BOD will provide the leadership, vision,
and strategic expertise needed to achieve the mission, vision, and core values of the
Melton Foundation. The BOD ensures that no decisions on the organizational level will be
taken that discriminate against people due to special characteristics.

Review and Training

The BOD is responsible for periodically reviewing all of the Melton Foundation’s
organizational policies, including its anti-discrimination policies. The BOD is also
responsible for ensuring the non-bias and non-discriminatory enforcement of the policies
and will make amendments as needed. The BOD will also ensure all aggrieved members
have a fair hearing and opportunity for redress. BOD members must commit to engaging in
continuous learning and training that equips and increases their awareness of best
practices in providing all members of the organization a thriving environment to contribute
meaningfully to the mission of the foundation. The training will include
anti-discrimination-related content and also ensure that BOD members understand the
diversity of the foundation´s stakeholders and their identities.

Removal from Board

If it is found that a BOD member is engaging in harmful and/or discriminatory practices
while within their position, they are subject to the same investigative processes as any
other member of the MF community. Discriminative behavior of BOD members within and
outside the Foundation can lead to deposition from the board, following the process laid
out in the MF Bylaws.

5



2.2. Staff

Equal-opportunity employer

The Melton Foundation is an equal-opportunity employer. We will not discriminate in
employment, recruitment, advertisements for employment, compensation, termination,
upgrading, promotions, and other conditions of employment against any employee or job
application based on any specific characteristics mentioned above. We follow purely
performance-based and strategic criteria when hiring and offer compensation and benefits
according to position, seniority, qualifications, and performance. Specific rules are laid out
in the Employee Handbook. We make sure that the voices of all employees are heard
equally and actively avoid any power imbalances based on mentioned characteristics when
making decisions. We aim to create a working environment where all individuals are
treated with respect and dignity, where they can contribute fully, and have equal
opportunities to voice their opinions.

Harassment

All staff members commit to avoiding any harassment and discrimination when interacting
with other staff members, fellows, or any other stakeholders of the MF. The MF is
committed to providing training to its staff to help them detect their own biases and to
learn how to avoid and combat discriminative behavior actively. Selected staff members
shall be able to conduct anti-discrimination training for members of the MF community.

The Melton Foundation is committed in all areas to providing a work environment that is
free from harassment and bullying.

If an employee feels that he or she has been harassed or discriminated against, they
should immediately report the matter to their supervisor. If that person is not available, or
if the employee feels it would be unproductive to inform that person, the employee should
immediately contact that supervisor's superior or one of the DEI officers and/or follow the
procedure laid out below in this policy. Once the matter has been reported, it will be
promptly investigated, and any necessary corrective action will be taken where
appropriate. The right to freedom from discrimination and harassment extends to all
employees, including full-time, part-time, temporary, probationary, casual, and contract
staff, as well as volunteers, co-op students, interns, and apprentices.

6



Consequences of misbehavior

The Foundation also does not accept any discriminatory staff behavior outside their
working hours. Any known occurrences of harassment or discrimination outside the
workplace can also have consequences for the employment of the staff members and, in
the most severe case, lead to the termination of the contract.

2.3. Global Citizenship Programs

To support and create champions of equity and inclusion, our Global Citizenship curricula
cover issues of discrimination in both global and local contexts. The Melton Foundation
trains fellows and program participants to understand the challenges related to diversity,
equity, and inclusion and provides them with tools to implement anti-discrimination
actions, rules, and policies.

Inclusive space

As we are a space of learning at all times, the foundation’s programs prioritize deep
psychological safety and inclusive spaces. As such, if Melton Foundation participants
experience interpersonal conflict, disagreement, miscommunication, or misinterpretation,
then the foundation will engage in active mentoring, education, and training. The
foundation also encourages its Global Citizenship Program participants, guided by trained
facilitators, to develop team charters and discuss their rules for working together
inclusively. The Foundation seeks to make its learning contents compatible with
accessibility tools. Intercultural communication training is an integral part of the Melton
Foundations’ programs.

Recruitment

It is the policy and commitment of the Melton Foundation Global Citizenship programs to
not discriminate in the recruitment or select participants based on any aforementioned
characteristics. Issues of discriminatory treatment, harassment, or intimidation on any of
these bases should immediately be reported to a DEI Officer, and prompt action will be
taken. To empower local recruitment efforts in the Learning program to keep DEI at the
forefront, each region undergoes recruitment and selection training by the DEI staff officer.
We aim to especially give students from less privileged backgrounds the opportunity to
participate in the Melton Foundation programs.
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Special consideration

The MF provides a reservation of grants to accommodate the specific needs of fellows on a
case-by-case basis. Examples include but are not limited to providing equipment to fellows
who may have internet connection challenges or identifying resources for fellows to
improve communication skills.

2.4. Physical Meetings

The MF convenes physical meetings of different formats and lengths. We strive to organize
these meetings in an inclusive manner. This means that from the very beginning, we plan
in-person meetings that prioritize the safety of participants and their full participation. The
Foundation, therefore, advises all travelers about local customs and traditions and
potential occurrences of discrimination.

The Melton Foundation is aware that participants, due to religion, nationality, disability, or
any other characteristics, may have special needs when traveling or participating in events.
We aim to ensure that these needs are met and that equal participation in all activities is
accessible, except for circumstances beyond our control that might endanger the
participant or other participants. The Foundation also acknowledges that travel
experiences can be very different for its community members, depending on their specific
identities and how their characteristics are perceived in a given context. The MF will ensure
that the meetings have safe places to reflect and support each other.

Delegates

In each physical meeting, the foundation will designate a person to be the official DEI
delegate in case no other DEI officer attends the meeting. If any case of discrimination
occurs during a meeting, the delegate will immediately address the issue in the spirit of this
policy and the procedures it outlines below.

2.5. External Partners, Contractors & Stakeholders

The Melton Foundation works with partners and purchases third-party services to
implement its programs. The Melton Foundation does not engage in partnerships with any
organization that has or does violate any principle laid out in this policy. We vet our
partners before we engage in collaborations.
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The Melton Foundation does not knowingly contract service providers (e.g.,
accommodation, food, travel, publications) with a record of discrimination. When choosing
providers, we seek information about their reputation and practices to avoid working
together with any provider violating any of the principles laid out in this policy and share
obtained information with our fellows. If possible, we prefer local providers also known for
their social & environmental standards.

3. Compliance with the policy

To achieve the above, the Melton Foundation pledges to periodically organize training on
diversity, communication, and conflict management to improve collaboration among all
stakeholders and to empower them to detect and confront discrimination wherever and
whenever it may occur. This includes providing spaces for open and, from time to time,
difficult conversations among community members. The Foundation appoints two DEI
Officers: One staff officer and one BOD officer. The Board Rep of the Fellows will receive
special DEI training to serve as an additional contact point. The description and duties of
the Officers can be accessed here.

4. Consequences of breaching the Anti-Discrimination Policy

4.1. Complaint Procedure & Consequences

Many conflicts can be resolved on an informal basis at the individual or group level.
Resolving a conflict at an early stage prevents it from escalating and therefore is a goal the
foundation pursues.

In general, the Melton Foundation expects all of its community members to be active
proponents of Melton’s organizational values that cherish diversity and leave no room for
treating people negatively. We acknowledge and appreciate cultural differences and
actively nurture in ourselves and others the ability to understand the world from multiple
perspectives. All members of the Melton Foundation have the responsibility to

● Practice and promote constructive and mutually respectful communication
● Help deter unacceptable conduct and communication
● Help de-escalate conflict
● Be active proponents of a culture of anti-discrimination
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In cases when a person feels discriminated against and/or somebody sees discrimination
taking place, the first step is to speak out. We support our stakeholders to become brave
enough to confront any discriminative behavior directly. However, we also know that it
might be difficult, especially for people being discriminated against, to raise their voices
directly against the aggressor. The Melton Foundation ensures that each person has access
to a person of trust that will support them in resolving the issue. A secure complaint form is
available at this link.

The Melton Foundation will support any people that experience discrimination within its
abilities by providing council, training, or other measures. The Foundation also strives to
educate and train any person within its network who has acted against this policy to grow
as a person. However, the well-being of the victims of discrimination will always come first.

4.2. Step 1) Mediation

The Melton Foundation´s DEI Officers serve as the designated go-to persons for anyone
observing or experiencing unacceptable conduct and communication between individuals
or groups. Should both DEI Officers be directly or indirectly involved in the situation, the
Executive Director shall serve as the initial contact point. If necessary, the DEI Officers can
appoint additional members of the Melton Foundation to help defuse conflict and ensure
an atmosphere of mutual respect and constructive collaboration. The Officers ensure that
people holding similar identities as the person experiencing the discrimination are heard to
be able to relate and learn of the challenges the group faces.

Process

The mediation process may vary from case to case.

1. After receiving a complaint or observing unacceptable conduct or communication in
any Melton Foundation activity or forum, both Officers review the situation,
investigate the context, and - if possible - seek conversation with the respective
parties involved to resolve the issue.

2. Should the party(ies) involved be unable or unwilling to engage in a constructive and
mutually respectful manner, they can suggest a spokesperson of their choice to
communicate through that person.

3. The Officers mediate between the parties and seek a mutual understanding of the
situation and the nature of the discriminative behavior. They may suggest
appropriate actions to the parties involved to resolve the issue that all parties must
accept. The officers allow for inhibited discussion of the situation so all parties can
have a better understanding of the situation that has occurred and the different
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feelings that a specific behavior has sparked.
4. If the matter is satisfactorily resolved, meaning that all parties freely agree that the

situation should not be escalated to a higher level, the Officers report to the board
about the incident and file a report to a DEI database (only accessible to DEI officers)
indicating the context and measures that have been taken. The Officers also
formulate an official report about the incident and how it has been resolved and
share it with the public without revealing the names of the people involved. The
document then also serves as a reminder to the community about the policy.

5. If the matter cannot be satisfactorily resolved, it will require a Formal Review. The
party(ies) involved in the process, including the Officers, can refer a case to be
formally reviewed.

4.3. Step 2) Formal Review

Formal Review falls under the responsibility of the BOD’s DEI Officer. Formal Review
involves an ad-hoc committee of at least three and no more than six reviewers from the
wider MF community, including faculty members and staff. Reviewers must be impartial,
knowledgeable of the foundation’s Anti-Discrimination Policy, and ideally, resemble the
diversity of the MF community. The BOD DEI Officer assembles the review committee and
guides the committee in the review process. All members commit to the utmost
confidentiality during or following the review process unless otherwise decided by the
committee.

Process

1. When a case is referred for Formal Review, the Officers shall file a report to the
review committee indicating the context and measures taken to help resolve the
situation.

2. The BOD DEI Officer informs all parties involved in the conflict about the initiation
of a Formal Review. The notification should be sent individually and shall not reveal
greater details or personal information of the dispute itself. The same information
is conveyed to the full BOD.

3. The process of the Formal Review may vary from case to case, and the review
committee must adequately articulate process rules. Unless justified, the review
process should not extend beyond the period of one month.

4. The review committee shall make two separate determinations.
(1) It shall determine whether the Anti-Discrimination policy has been violated.
(2) If so, it shall determine whether sanction shall be imposed and on whom.
To reach a fair and informed decision, the committee may consider all evidence at
hand and hear witnesses who can provide further context and/or information. The
committee shall keep records of any information relevant to its decision in the case.
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5. At the end of the Formal Review process, the committee files a report to the entire
BOD, including (1) the facts of the case, (2) process rules established, (3) the
procedural history of the case (incl. evidence reviewed), (4) conclusions drawn and
the precise sanction imposed (incl. the reasoning supporting its judgment).
The Officers formulate an official report about the incident and how it has been
resolved and share it with the public without revealing the names of the people
involved.

6. A case review option can be given to the perpetrator of the discriminatory act if
accepted by the DEO officers. The review can give room for any new developments
that could possibly arise or if they feel the sanctions given are too heavy for the act
committed. If the perpetrators do not give any substantial and worthy justifications
for their case, the verdict of the BOD is final. Any review follows the same
procedure as above. It is in the power of the DEI officers to decide if a case is
opened for review.

5. Consequences of Unacceptable Conduct and Communication

In addition to aiming to mitigate the situation or settle the conflict, the Review Committee
may impose sanctions on any person or group that violated the Anti-Disrimination Policy. It
may respond to a violation with one or more of the following measures:

1. Issuing a warning to the individual / group
2. Requiring the individual / group to apologize to all parties involved and/or affected
3. Barring the individual / group from attending Global Citizenship Conference(s) or

similar meetings.
4. Disqualifying the person from receiving Melton Foundation Grants1 for a period of

time
5. Removing the individual / group from any official responsibility held, such as BOD

member, staff member, lead fellow, outreach fellow, project team coordinator,
grant committee member, project team mentor, etc., on a temporary or permanent
basis

6. Suspending the individual / group from the Melton Foundation for a period of time
7. Dismissal of the individual / group from the Melton Foundation

END OF POLICY

1 For details, see the MF Grant Policy at http://bit.ly/MF-GrantPolicy.
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