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1.0 INTRODUCTION 

1.1   3CHA is committed to ensuring we are a diverse and inclusive organisation. We 

understand the importance of valuing diversity, reflecting the communities we serve 

and attracting and retaining the best and diverse talent. We aim to provide a good, 
safe and comfortable environment for residents to live, and staff to work.   

We’ll achieve this by:     

• Embedding equality, diversity, and inclusion (EDI) into all we do, using data 
to inform our decisions at all levels, including recruitment   

• Developing our people’s skills, knowledge, awareness, capability, and 

confidence   

• Growing an inclusive culture based on mutual trust, respect and dignity; a 
culture where people feel able to be themselves, included, and can thrive   

• Taking a zero-tolerance approach to any form of discrimination, harassment, 
or victimisation, working to create a safe environment for colleagues, 
residents, partners, and other key stakeholders   

• Adopting appropriate benchmarking tools and comparisons to enable us to 
compare our workplace representation to the communities we serve and 

other employers.   

    

1.2  This Policy applies to colleagues, Board and Committee members, agency 

and bank workers, contractors, managing agents and involved residents and 

partners.    

     

1.3  Our policy has two main aims:     

• To ensure that no person, group of persons or organisation who deals with 

the Association in any way or who requires a service, assistance or advice 

from the Association, or who is employed by (or serves) in any capacity by 

the Association, is treated less favourably than any other person, group of 

persons or organisations.     

 

• To promote the policy so that anyone dealing with the Association in any 

capacity is made aware that the Association has a policy and that there is a 

zero tolerance of any act which contravenes the policy/policy principles in 

any way.     

   

2.0 STATUTORY, REGULATORY AND GOOD PRACTICE REQUIREMENTS 

 

2.1   This policy has been written using best practice guidance and aims to comply 

fully with these and the requirements of legislation.     

2.2   The main legislation which the Association strives to fully comply with is the 

Equality Act 2010 which harmonised and consolidated much of the previous 

equalities – related legislation into one single Act.  It, therefore, replaced, for 

https://word-edit.officeapps.live.com/we/wordeditorframe.aspx?IsLicensedUser=1&WOPISrc=https://wopi.dropbox.com/wopi/files/oid_3316901192909212416&dl=0&ui=en-us#_ftn1
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example, the Sex Discrimination Act 1975, the Race Relations Act 1976 and the 

Disability Discrimination Act 1995.     

2.3   The Equality Act 2010 seeks to promote to achieve equality of treatment and 

opportunity for all groups in society without discrimination or prejudice on any 

grounds.  The Equality Act uses the term “protected characteristics” to describe 

groups against whom any sort of discrimination is unlawful.  Section 4 of the Act 

sets out the nine protected characteristics:   

• Age   

• Disability   

• Marriage and Civil Partnership   

• Pregnancy and Maternity    

• Race   

• Religion or Belief    

• Gender (referred to as “sex” in the Act)   

• Gender Reassignment   

• Sexual Orientation   

   

2.4  The Human Rights Act 1998 provides for the right to peaceful enjoyment of 

possessions and protection of property, freedom of thought, conscience and religion 

and prohibition of discrimination in the enjoyment of convention rights.     

Definitions  

 

Equality – this is about ensuring ‘equality of opportunity’. It doesn’t mean we treat 

everyone the same but that we recognise difference and treat everyone fairly, 

including adjustments to meet different needs to achieve the same outcome.  

  

Diversity – this is about who and what we are – the complex mix of our people 

and communities.  

  

Inclusion – is the culture in which the mix of people can come to work, feel 

comfortable and confident to be themselves, and work in a way that suits them and 

delivers our business or service needs. Inclusion will ensure everyone feels valued 

and importantly, that they add value and contribute to our purpose.   

  

Direct discrimination - treating someone with a protected characteristic less 

favourably than others (also includes direct discrimination by perception or 

association).  

  

Indirect discrimination - putting a practice, policy, or rule in place that applies to 

everyone, but that puts someone with a protected characteristic at an unfair 

disadvantage (whether intentionally or not).  
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Victimisation - defined in the Act as: treating someone badly because they have 

done a ‘protected act’ (or because you believe that a person has done or is going to 

do a protected act). A ‘protected act’ is:   

• Making a claim or complaint of discrimination (under the Equality Act)  

• Helping someone else to make a claim by giving evidence or information • 

Making an allegation that you or someone else has breached the Act  

• Doing anything else in connection with the Act.  

  

If you do treat a person less favourably because they have taken such action, then 

this will be unlawful victimisation. There must be a link between what the person 

did and your treatment of them.  

   

The less favourable treatment does not need to be linked to a protected 

characteristic.  

  

Harassment - occurs when you engage in unwanted behaviour that is related to a 

relevant protected characteristic, and that has the purpose or effect of:  

• Violating a person’s dignity or  

• Creating an intimidating, hostile, degrading, humiliating, or offensive 

environment for the person.  

  

The word ‘unwanted’ means ‘unwelcome’ or ‘uninvited’. It is not necessary for the 

person to say they object to the behaviour for it to be unwanted.  

  

Other types of harassment include:  

• Sexual harassment  

• Less favourable treatment of a person because they submit to or reject 

sexual harassment or harassment related to sex.  

  

Pregnancy and maternity are not protected directly under the harassment 

provisions; however, unwanted behaviour (as described above) will amount to 

harassment related to sex.  

   

3.1 GENERAL REQUIREMENTS 

3.1.1 All of the Association’s key strategic documents and policies will take account 

of the principles of this policy.   

3.1.2 The Association will maintain existing and develop new policies and procedures 

which deal with specific issues that are key to the delivery of this policy, such as 

Racial Harassment Policy and Anti-Social Behaviour Policy.    

3.1.3 We will, where feasible, make information and official documents available in 

alternative formats such as large print, Braille, audio tape or a different language.     

3.1.4 We will ensure our employment practices, including recruitment and conditions 

of employment are fair and not discriminatory against any group or individual.     
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3.1.5 We will ensure staff and committee members receive training on EDI which 

reflects the responsibilities of their position.     

3.1.6 We will encourage those we work with, such as contractors and consultants to 

have appropriate EDI policies.     

3.2 The Delivery of Equality of Opportunity in all Areas of Our Service 

Provision    

3.2.1 The Association will provide equal access to housing and the associated 

housing management and maintenance services.  This will include working with 

partners to achieve this objective.      

3.2.2 We will gather EDI statistics for applications for housing, our tenant members 

and applicants for employment and staff members to help us monitor this policy and 

any targets set within other policies.  We will benchmark performance against 

comparable service providers where possible.   

3.2.3 We will encourage and support active participation in our governing structure 

and focus groups which reflect the composition of our community.   

   

3.2.4 We will consult with service users and the wider community where relevant in 

the review of policies.   

   

4.0 RESPECTIVE RESPONSIBILITIES WITH REGARD TO EDI     

4.1 Staff Responsibilities   

   

4.1.1 All employees have a responsibility to apply this policy in their day-to-day 

work.  All job descriptions have a statement which reinforces this requirement.  

Where posts have specific responsibilities, these will also be clearly stated in the job 

description.  In addition, all staff have a duty to bring any discriminatory behaviour 

or attitudes that they become aware of to the attention of their line manager.   

4.2 Board Responsibility   

   

4.2.1 The Board has ultimate responsibility for ensuring that the Association’s policy 

and practices are faithful to its EDI commitment.     

Training   

   

The Association will ensure that all staff and committee receive any training required 

to enable them to understand their responsibilities in relation to EDI.    

5.0 EDI MONITORING   

   

5.1   3CHA will collect and monitor information that will allow the Association to 

ensure that no groups are discriminated against in relation to employment, 

membership or rehousing opportunities.   
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5.2   All information will be collected on a voluntary basis and kept in complete 

confidence.  It will be used only for the purpose of EDI monitoring in relation to the 

activities of the Association.  The areas of activity that will be monitored include:     

• applications for housing   

• new tenancies    

• Board membership   

• Association employment (including requests for application forms, job 

applications, shortlists and successful candidates)  

• Contractors’ policies and activities   

   

5.3  The following information will be collected and monitored:     

• Age   

• Disability   

• Marriage and Civil Partnership   

• Pregnancy and Maternity    

• Race   

• Religion or Belief    

• Gender (referred to as “sex” in the Act)   

• Gender Reassignment   

  

5.4 The Association will present information on the above to the relevant 

committees of the Association.  We will also use the results to influence the 

Association’s service planning process.   

   

5.5 The Association will report our performance in respect of equality to tenants 

and other service users through the Association’s Annual Report and 

Newsletter.   

   

6.0 Reporting concerns  

  

A zero-tolerance approach means we’ll act quickly to investigate and take 

responsive action to allegations of discrimination, harassment, or victimisation.   

  

Colleagues can access guidance for reporting concerns in confidence through our 

Professional Boundaries Policy. As a general guide, staff should raise issues with their line 

manager in the first instance, or a person more senior should the concern be about a 

member of the management team 

  

Residents can raise concerns via our Complaints Policy.   

 

End 

 

https://www.southernhousing.org.uk/policy/complaints-policy
https://www.southernhousing.org.uk/policy/complaints-policy

