EQUAL OPPORTUNITIES AND DIVERSITY POLICY

______________________________________________________________
Policy
1 Definitions
1.1 Equal opportunities is about removing bias, prejudice and stereotyping so that difference does not hold back an individual or a group from any opportunity.
1.2
Diversity is about recognising that each person is different and that these differences lead to varied experiences, values, attitudes, ways of thinking and behaving, communicating and working.
2 Key principles
2.1 BCHA is committed to welcoming and valuing diversity, promoting equality of opportunity, good community relations, and tackling discrimination in all our functions as an employer and a service provider.

2.2 We aim to be fair in all our dealings with the people, communities and organisations we work with. We work to identify, understand and take into account the particular needs of different groups and individuals. 
2.3 We will seek to ensure that all customers are able to access our services by removing any barriers that may prevent this.
2.4 We are opposed to, and are committed to challenging, all forms of discrimination in our services and employment provision. 
2.5 We are committed to being proactive in challenging all forms of discrimination wherever we may see it in our community and the wider area.

2.6 We strive to ensure that equal opportunities and diversity issues are mainstreamed and integral to our business planning, our strategic thinking and all the work we undertake.
2.7  We recognise the business case for equal opportunities and diversity as helping us to:
· Use our understanding of the diversity of views and needs of our customers to drive service improvement, to deliver high quality services and to support thriving neighbourhoods
· Ensure that we develop relevant products and services to meet the current and future needs of the communities in which we work.

· Help to recruit and retain the best talent from all sections of the community.

· Enable us to deliver clear business leadership which reflects our communities.

· Enhance our reputation and standing in the community and amongst stakeholders.

2.8 BCHA requires employees and Board members to recognise and comply with this policy and our equalities procedures and to act in accordance with it;  dealing fairly with colleagues; and in serving the community.  
2.9 We know that individuals can suffer discrimination on the basis of their gender, race, nationality, ethnic or national origin, religious, cultural or political beliefs, disability (physical, mental or learning), marital or civil partnership status, social background, family circumstance, sexual orientation, gender reassignment, spent criminal convictions, age or for any other reason.
2.10 BCHA recognises that there is both direct and indirect discrimination and that this takes place at both a personal and institutional level.  BCHA is therefore committed to the adoption of positive policies and practices to combat both direct and indirect discrimination.  We will use the influence we have to challenge and seek to eliminate inequality and disadvantage, and to create communities where people live well together because diversity is valued and respected.
2.11 BCHA, as well as complying with current equalities legislation, will follow guidance and good practice recommended by the Tenant Services Authority, Audit Commission, the Communities and Local Government Department, National Housing Federation, the Chartered Institute of Housing, the Chartered Institute of Personnel and Development, and the Commission for Equality and Human Rights.  Appendix 1 summarises current equalities legislation and good practice from the TSA and other agencies.
3 Local Context

3.1 According to the STATUS Survey 2008 response, 60% of our tenants are female and 43% of our tenants are over 60.  96% are White British, with 1% Other White or Irish, 0.4% Mixed background, 0.4% Black or Black British.  The total proportion describing themselves as from a Black or Minority Ethnic (BME) background is 2%, compared to 13.8% across the West Midlands.  

3.2 48% describe themselves as having a long-term illness, heath problems or disability which limits their daily activities or work.  63% describe themselves as being Christian whilst 22% described themselves as having no religion and 2% describe their religion as “other”.
3.3 The 2001 census shows that the Birchills Leamore Ward, of which Beechdale is a part, contains above average levels of lone parents with dependent children when compared to Walsall as a whole and below average levels of people aged 75 yrs or older. Both male and female levels of economic activity are below average and unemployment rates are above average.
4 Tenant profile

4.1 Whilst our tenant profiling exercise is still ongoing we have captured information in respect of 51% of our tenants.  The latest information shows the following breakdown of our tenants:
· 63% female; 37% male

· 33% are over 60, of which 19% are 70+

· 9% are under 25

· 41% are aged 35-59

· 96% are White British
· less than 2% are Lesbian, Gay, Bisexual or Transgender (LGBT)

· 23% have some disability, 37% of which relate to mobility

· over 90% are Christian, 7% have no religion and 2% are of other faiths

4.2 We are committed to continue to capture of this information and keep it updated to ensure that it can be used effectively to tailor services and how they are delivered.

5 Responsibility and Leadership

5.1 The Board of BCHA has ultimate responsibility for equal opportunities and diversity within the organisation; ensuring that statutory and regulatory obligations are met and actively promoting equality of opportunity and diversity across all our activities. 
5.2 However, the Senior Management Team will be responsible for developing the organisational culture in which this policy can operate effectively and for ensuring that it is implemented.
5.3 The Board and Senior Management will set a clear vision of what is expected in respect of equal opportunities and diversity.
5.4 This Equal Opportunities and Diversity Policy will be integral to the development, implementation and monitoring of all policies and procedures of the organisation.
5.5 The Board will champion diversity and scrutinise policies and working procedures to ensure they meet the equal opportunities and equalities legislation and Tenant Services Authority regulatory standards.
5.6 All policies and working procedures will be the subject of an Equality Impact Assessment (EIA) to ensure that they do not have a negative impact on any individual, group or community.  The EIA will be carried out by BCHA staff, tenant/resident representatives and any relevant external stakeholders.
5.7 A member of the Senior Management Team will take the lead on equal opportunities and diversity and will be responsible for co-ordination and advising all stakeholders of their responsibilities under this policy and the approved Equal Opportunities and Diversity Strategy and Action Plan.
5.8 Managers and Team Leaders must recognise their responsibility to ensure the principles of this policy are implemented in all the work of their teams.
5.9 All employees are responsible for ensuring the policy is incorporated into their working practices.
5.10 We will take all reasonable steps to ensure that no individual or group connected to BCHA prevents, limits or undermines the delivery of this policy.
5.11 Board members and staff must resist any pressure to discriminate, from whatever source, and they must inform the Chair, Chief Executive or designated Board Champion for Diversity if they suspect that discrimination is taking place in employment or service delivery practices. Any breach will be taken very seriously and we will take a zero tolerance approach to unlawful discrimination.
5.12 BCHA also expects the co-operation of its formal tenants’ and residents’ groups, partners, consultants, contractors and suppliers in positively bringing equal opportunities and diversity into all our work – within the community, as landlord, employer and as a business. 
6 Learning and Development

6.1 Board Members and staff will receive mandatory training in relation to all aspects of this Equal Opportunities and Diversity Policy and related strategy.  In addition, we will seek to ensure that our formal tenants’ and residents’ groups receive appropriate training.  This policy and related strategy will form part of the induction process for Board Members and staff.

7 Implementation and Monitoring
7.1 We will take a pro-active approach to monitoring this policy in all of the areas included above to ensure its effectiveness. 
7.2 We will report quarterly to our Operations Committee, Disability Interest Group and Diversity Working Group and submit a full annual review to the Board.
7.3 In addition we will establish a comprehensive Equal Opportunities and Diversity Strategy and SMART Action Plan. We will demonstrate the action we are taking to meet identified targets within the plan and monitor our progress. We will acknowledge our weaknesses and work to overcome these. We will publicise our success and our achievements.
7.4 Information on our progress will be included in regular reports to the Board and in the annual report to tenants and leaseholders.
7.5 This policy will be reviewed at least every 3 years or earlier if there is a change in legislation
, in the light of experience or in line with the needs of our stakeholders.
7.6 This policy is due for review in May 2012.
Other relevant documents
Equal Opportunities and Diversity Strategy

Equal Opportunities and Diversity Service Improvement Plan (SIP) 
Corporate plan

Recruitment and Selection Policy

Hate Crime and Harassment Policy

Aids and Adaptations Policy

Anti Social Behaviour Policy

Domestic Abuse Policy

Vulnerable Persons’ Policy

Community Development Strategy

Communications Strategy
� Note that the Single Equality Bill published in April 2009 is anticipated to come into force in spring 2010
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