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1. INTRODUCTION 

1.1 Westway Housing Association (WHA) is committed to providing equal treatment and 

opportunity in access to housing, provision of services and access to employment.  WHA 

recognise and respect diversity and aim to embrace principles and practices, in service 

delivery across the range of its activities that promote equality and are relevant to the 

diverse needs of the communities in which it works. 

1.2 This Policy describes how WHA will promote equality and diversity in its service delivery 

and in the management of the organisation. The Policy addresses the legal and regulatory 

requirements WHA must meet, and how it will translate its own mission and values into 

tangible outcomes to benefit customers, communities and members of staff.   

2. SCOPE OF THE POLICY 

2.1 This policy applies to all members of staff including: employees, officers, consultants, 

contractors, volunteers, casual workers and agency staff.   It is the duty of all members of 

staff to actively promote equality of opportunity and not unlawfully discriminate against 

others (including current and former employees, job applicants, clients, customers, 

contractors, suppliers or service users). This applies in the workplace, outside the 

workplace and on work-related trips and events 

3. OBJECTIVES 

3.1 WHA’s objectives   when promoting equality and diversity in its service delivery include:  

(a) Eliminating unlawful discrimination and advancing equality of opportunity for all in 

WHA’s role as housing provider and employer;  

(b) Treating all of its customers, service users and members of staff fairly and with 

dignity and respect;  

(c) Valuing diversity in its communities and individual customers, service users and 

staff members; 

(d) Showing zero tolerance of harassment and bullying;  

(e) Ensuring compliance with legislation and seeking to meet best practice 

3.2 The success of any policy depends on the degree of commitment of all employees, 

especially of senior management.  The effectiveness of meeting the objectives of the policy 

can only be judged using feedback on how the policy operates. Further detail is provided 

in section 10 below 

4. DISCRIMINATION 

4.1 The law prohibits discrimination on the basis of: age, disability, gender reassignment, 

marital or civil partner status, pregnancy or maternity, race, colour, nationality, ethnic or 

national origin, religion or belief, sex or sexual orientation.  These are known as "protected 

characteristics". 
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4.2 Discrimination can take many forms. The most common are as follows: 

4.2.1 Direct Discrimination 

Occurs when someone is treated less favourably than another person 

because of a protected characteristic they have or are thought to have or 

because they associate with someone who has a protected characteristic. 

4.2.2 Indirect Discrimination 

When a condition, rule, policy, or practice that applies to everyone but 

particularly disproportionately disadvantages people who share a 

particular characteristic.  This type of discrimination is only justifiable if the 

organisation can show that it is a proportionate means of achieving a 

legitimate aim. 

4.2.3 Harassment 

Unwanted conduct related to a protected characteristic, which has the 

purpose or effect of violating someone's dignity or creating an intimidating, 

hostile, degrading, humiliating or offensive environment for them. 

4.2.4 Victimisation 

Treating someone less favourably because they have asserted their rights 

under this policy e.g. they have complained about discrimination. 

4.2.5 Disability Discrimination 

A disability is a physical or mental impairment which has a long term and 

substantial adverse effect on a person's ability to carry out normal day-to-

day activities.  

Any employee of WHA should notify their Line Manager if they believe that 

they are disabled.  This will enable WHA to provide appropriate support to 

the employee. Employees should not assume that WHA is aware of their 

condition and its effects - it is the employee’s responsibility to draw this 

information to WHA’s attention.  Please note that WHA may need to refer 

the employee to an occupational health physician to obtain an expert's 

view on their condition and its implications.   

For employees who do have a disability, WHA is committed to working 

with them to identify any reasonable adjustments that might need to be 

made to their role, working arrangements or environment.   

5. DISABILITY DISCRIMINATION: DUTY TO MAKE REASONABLE ADJUSTMENTS 

5.1 WHA monitors its use of fixed-term employees and agency workers and their conditions 

of service to ensure that they are being offered appropriate access to benefits, training, 
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promotion and permanent employment opportunities. WHA will, where relevant, monitor 

their progress to ensure that they are accessing permanent vacancies. 

5.2 The duty to make reasonable adjustments comprises three requirements which apply 

where a disabled person is placed at a substantial disadvantage in comparison to non-

disabled people.  The three requirements are as follows: 

1) Changing the way things are done (e.g. changing a provision, criterion or practice 

such as adjusting working hours) 

2) Making changes to the physical environment where it would be reasonable to do 

so.  (e.g.  widening doors); and 

3) Providing auxiliary aids and services (e.g. special computer software). 

5.3 WHA will discuss each disabled employee’s needs individually and will make the 

reasonable adjustments required so that they can perform their role.  

6. FIXED-TERM EMPLOYEES AND AGENCY WORKERS 

6.1 WHA monitors its use of fixed-term employees and agency workers and their conditions 

of service to ensure that they are being offered appropriate access to benefits, training, 

promotion and permanent employment opportunities. WHA will, where relevant, monitor 

their progress to ensure that they are accessing permanent vacancies. 

7. TRAINING 

7.1 Training is an important factor leading to opportunities at work.  In the first instance, 

induction training is particularly important to give all new employees an understanding of 

organisation.  When needs are identified, training opportunities will be available to 

employees.  In addition to the priorities of normal job training, encouragement will be given 

to minority groups or individuals with special training needs, to ensure that they are able 

to access training and development opportunities.  Equality and Cultural Diversity training 

is mandatory for all staff members. 

8. BOARD MEMBERS 

8.1 WHA’s Board of Management aims to reflect the local community in terms of 

representation. 

8.2 When a vacancy occurs the Board will take the opportunity of reviewing its composition 

regarding skills and experience. 

8.3 All Board members must comply with the Equality and Diversity Policy.  All board members 

are expected to keep up to date with diversity matters.  WHA will provide diversity training 

when the need has been identified in appraisal. 

8.4 Venues of meetings should, wherever possible, be wheelchair accessible and assistance 

should be offered to people with transport/mobility or other needs. The Board of 
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Management has a responsibility to examine its own training needs, including those 

relating to the successful implementation of this policy. 

8.5 To ensure that people are not precluded from participating because of financial 

constraints, Board members are entitled to claim travelling expenses and where 

appropriate the cost of childcare provision. 

9. CONSULTANTS, CONTRACTORS & OTHER AGENCIES- GOODS AND SERVICES 

9.1 WHA recognises that its plays a part in the local economy and accepts that it has a duty 

to ensure that it promotes Equality and Diversity within the community.  WHA will wherever 

possible ensure that as much of the income generated as possible is fed back into the 

communities within which it operates. 

9.2 WHA employs a wide range of contractors and consultants and works with a variety of 

agencies.  WHA expect all those who work with them and for WHA to comply with its 

Equality and Diversity Policy.   

9.3 If any complaints are received by WHA concerning any discriminatory behaviour by 

contractors/consultants/agency staff, the appropriate Manager will be informed.  In the first 

instance the Line Manager will approach the person concerned.  If the matter is not 

resolved, the matter will be raised at the next Senior Management Team Meeting. 

9.4 If the matter is not considered substantial but minor, the person concerned will be informed 

that any further similar behaviour may result in them being taken off the Approved 

Contractors List.   

9.5 If the complaint is substantial and is of a serious nature the matter will be referred to the 

Board of Management.  All complaints must be in writing if they are to be acted upon 

10. MONITORING AND REVIEW 

10.1 It is the responsibility of both staff and Board Members at WHA to ensure that equality is 

a reality and not a meaningless statement.  However, ultimate responsibility to monitor, 

review and develop this policy rests with the Board of Management, who may delegate 

various aspects to the Chief Executive or the Senior Management Team. 

10.2 Monitoring of all areas of WHA’s operation, allocations, complaints, victims of anti social 

behaviour and/or racial harassment, or others forms of harassment against protected 

groups, employees, job applications, Committee Members, Contractors and Consultants, 

will take place to determine the effectiveness of this Policy.  If any policy is found to be 

ineffective in any area positive action will be taken to redress any imbalance. 

10.3 All monitoring forms will use the categories defined by the Equality and Human Rights 

Commission and are able to monitor uniformly.  Monitoring forms will be treated as strictly 

confidential and information gained from them will be presented in anonymous, statistical 

form only.  Once the data has been extracted from the form, the form will be kept separate.  
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The monitoring requirements of other agencies and those WHA work with will be taken 

into consideration when WHA review its monitoring systems. 

10.4 The basis of monitoring will be reported to the Board of Management at least annually.  A 

summary of WHA’s performance concerning lettings and allocations will be included in the 

Annual Report and the yearly Tenants Newsletter reporting on performance. 

10.5 The Policy will be reviewed every two years unless legislation is introduced necessitating 

an earlier review.  Major changes to this Policy will only be made by the Board of 

Management.  Minor changes to the policy may be authorised by the Chief Executive 

pending ratification at the next possible opportunity by the Board of Management 

11. HARASSMENT 

11.1 Harassment of any kind against either staff, WHA’s agents or customers will not be 

tolerated. 

11.2 Please read WHA’s Harassment policy for more information in this regard.  

12. BREACHES OF THIS POLICY 

12.1 To ensure that WHA is a safe and comfortable place to work, sexist, racist, and other 

discriminatory behaviour will not be tolerated from staff, tenants, prospective tenants, 

Board Members, outside contractors/consultants or agencies. If employees believe that 

they may have been discriminated against, harassed or victimised they are encouraged to 

raise the matter through WHA’s Grievance Procedure. If the staff member feels that 

discussion at department level is impossible (e.g. if that is where the harassment is taking 

place), they  may raise the matter with the Chief Executive or any member of the Senior 

Management Team. 

12.2 Allegations regarding potential breaches of this policy will be treated in confidence and 

investigated in accordance with the relevant procedure. Staff who make such allegations 

in good faith will not be victimised or treated less favourably as a result. False allegations 

which are found to have been made in bad faith will, however, be dealt with under WHA’s 

Disciplinary Procedure 

12.3 Any member of staff who is found to have committed an act of discrimination or 

harassment will be subject to disciplinary action. Such behaviour may constitute gross 

misconduct and, as such, may result in summary dismissal. WHA take a strict approach 

to breaches of this policy. 

 


