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1. Our policy is... 

1.1 At Ongo we believe everyone has the right to fair and equal treatment and 
recognise that people who use our services and those that work for us come from 
diverse backgrounds.  

1.2 As a service provider and major employer, we recognise we have a moral and legal 
responsibility to promote equal opportunities. In addition, we recognise that it is 
essential to strive for equality of opportunity for a productive and professional 
working environment. 

1.3 We take our legal duty to provide all our services and employment opportunities 
fairly and without discrimination very seriously.  

1.4 We keep to all relevant codes of practice and recognise we have a duty to 
challenge prejudice and discrimination whenever it is identified, and promote 
equality, diversity and social inclusion.    

1.5 We are committed to dealing with all areas of discrimination through our policies 
and procedures.  

 

2. It applies to... 

2.1  All areas of the ongo partnership, employees and potential employees, Board 
Members, volunteers, resident activists, committees, partners, and to any external 
organisation supported or engaged by us.  

2.2 This policy will also be used to address discrimination through perception and 
association.  

2.3 We strive to ensure that equality & diversity is acknowledged in all of our policies. 
To ensure this, an Equality Analysis will be done on all of our policies, strategies 
and services to ensure there is no discrimination against anyone in respect of the 9 
protected characteristics under the Equality Act 2010.  

 

3. Because we want to... 

3.1 Our goal is equality of opportunity for everyone who we have contact with 
including our tenants, leaseholders, customers, employees and potential 
employees, partners and stakeholders. We will deliver our services and 
employment practices accordingly. 

3.2 In particular, we are committed to ensuring that:  
 There is equality of opportunity in terms of access to the organisation’s 

services and that staff, board members and the provision of services 
reflects, and is appropriate to, the needs of the diverse communities within 
the area; 

 Prospective and present employees are afforded equal and fair treatment in 
relation to recruitment, selection, terms and conditions of employment, 
training and promotion;.  
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 We treat all staff and customers with fairness and respect and that no-one 
receives more or less favourable treatment because of any of the protected 
characteristics, illness, employment status, carer status, memberships of 
trade unions or political beliefs (unless these beliefs condone or influence 
extremism – see section 4.6 );   

 We promote equality & diversity amongst our stakeholders, residents, 
customers, clients, staff, board and committee members and all those we 
work with;  

 All staff and customers’ needs are understood and all services we provide 
meet individual needs, including in relation to the protected characteristics 
and customers with additional support needs;  

 We encourage staff, residents, and all other stakeholders to challenge and 
eradicate discrimination wherever it is encountered in respect of any of the 
protected characteristics; 

 We keep up to date with changes in society, legislation and regulation. 

 

4. We will... 
4.1 Meet the general principles... 

4.1.1 We will seek continuous improvement in our policies, procedures and 
services and take action to put right any inequalities and ensure that no-
one is discriminated against.  

4.1.2 We will occasionally ask customers for personal information – for example, 
in relation to the protected characteristics, employment status or income 
details. This information will be used for monitoring purposes only and will 
not be shared with any other agencies. Obtaining this information will 
enable us to deliver our services to maximum effect. 

 
4.2 Acknowledge E&D in the delivery of our services... 

4.2.1 All our services are designed to be inclusive and meet the needs of all our 
customers. We aim to remove or reduce barriers to accessing our services.  

4.2.2 We will recognise and respond to the diverse needs of our customers by 
providing accessible information in their preferred format to make sure 
they receive the best from us.  

 

4.3 Ensure Equality of Opportunity flows through our Recruitment & Retention 
Processes... 

4.3.1 We are a committed Equal Opportunities employer. We seek to achieve a 
balanced workforce that reflects the community we serve and maximise the 
contribution and potential of all our employees. We welcome job applications 
from all sections of the community and from under-represented groups within 
Ongo. 
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4.3.2 We will provide employment opportunities fairly and without discrimination 
and will keep to all relevant codes of practice, legislation and regulation. 
We will consider job applicants and base selection decisions solely on the basis of 
relevant experience, qualifications, behaviours and attitude, skills and ability to 
do the job. This will enable us to appoint the best people to deliver our services.   

4.3.3 We will implement the following to achieve this:  

 Advertise widely to make sure we receive as many applications as possible, 
especially from disadvantaged groups.  

 Publicise ourselves as an equal opportunities employer by including an equal 
opportunities statement when advertising vacancies, on application forms 
and on marketing material.  

 Recruit a workforce that reflects the diversity of our community by providing 
positive action measures (where legally permissible) to underrepresented 
groups.                                                                                                                                                       

4.3.4 It is an essential element of the induction process that all new members of 
staff are given basic Equality & Diversity Training. Managers will be given 
more in-depth ‘Managing Diversity’ training.  

4.3.5 All staff will be provided with refresher training to ensure we are always up 
to date in respect of changes to legislation and society.  

4.3.6 Our employees will be treated fairly in relation to recruitment, transfers, 
redundancy and the operation of grievance and disciplinary procedures.  

4.3.7 Unfair treatment, discrimination or harassment of or by any of our 
employees will not be accepted. Accordingly, we are committed to 
developing and implementing effective Dignity at Work Policies and 
Procedures.  

 

4.3.8 The identities and cultures of our employees will be valued and respected 
and we will encourage everyone to reach their full potential. To achieve 
this, we will implement the following:  

 Act promptly on any complaints or breaches of this policy, adopting 
a zero tolerance approach, which may include disciplinary action 
and/or dismissal.  

 Provide buildings that are accessible to people with disabilities, 
making reasonable adjustments where necessary and appropriate.  

 Provide a quiet room for prayer in our buildings or to assist mothers 
with breast feeding.  

 Wherever possible we will make sure employees that become 
disabled remain in suitable employment.  

 All policies, strategies and service reviews will have an Equality 
Analysis to make sure they are non-discriminatory.  
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4.4 Operate a fair employment policy  

4.4.1 We will monitor and keep under review our recruitment and selection 
procedures in order to make sure we operate a fair employment policy. To 
achieve this, we will implement the following:  

 Make sure job descriptions are clear and explicit.  

 Use a well-designed application form which only requests essential 
information to the job role and not potentially discriminatory 
information. 

 Shortlist applicants without prejudice, bias or pre-conceived 
stereotypical notions or assumptions.  

 Ensure both internal and external applicants provide information for 
monitoring purposes regarding the protected characteristics to 
enable us to monitor and analyse representation of these groups 
within our workforce and applications received. We will remove 
monitoring information prior to shortlisting. 

 Use non-discriminatory selection and interviewing practices. E.g. 
avoiding cultural bias, avoid asking questions about any of the 
protected characteristics, domestic obligations or number of 
dependants, or any other questions based upon factors unrelated to 
merit, ability or potential of an applicant unless there is a legal 
reason to do so.   

 Record reasons for selection and rejection of shortlisted applicants.  

 When required, ensure additional provision in the form of access or 
transport costs is available for people with disabilities to enable 
them to fully participate in interviews.  

 Ensure that consideration is given to appropriate work life balance 
issues e.g. job sharing of posts and more flexible working 
arrangements. 

 

4.5 Make sure our contractors work in line with this policy... 

4.5.1 During the procurement process, we will request information from 
potential contractors on their Equality & Diversity Policy and/or guidance. 

 We will ensure E&D questions are included in the procurement 
process.  

 We will ensure E&D requirements are included in contract 
management reviews.  

 

4.6 Do what we can to prevent racist incidents or instances of other hate crimes... 

4.6.1 We will ensure incidents  are reported, that the victims and their families 
are supported and that action is taken against the perpetrators by:  
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 Encouraging the reporting of hate crime through the development of 
procedures and staff training;  

 Continuing to promote that designated offices are local centres for the 
reporting of hate crime.   

 
4.7 Work hard to safeguard against terrorism and terrorist-related activities 

4.7.1 In line with the government’s Prevent Strategy, we will work with the local 

authority, the police, statutory partners and the local community to 

safeguard children and adults from being drawn into committing terrorist-

related activities; recognising that early interventions may help to protect 

and divert them away from these risks.  

 
5. Making sure we do what we say... 

5.1 It is the responsibility of the Executive Management Team, Heads of Service and 
Service Managers to ensure that:  

 All staff are aware of this policy;  

 All staff are provided with Equality & Diversity training relative to their role;  

 Appropriate action is taken against employees whose actions are 
inconsistent with this policy.  

 

5.2 It is the responsibility of the Diversity Steering Group to ensure that  

 It supports the Lead Officer in the review and development of this policy;  

 It promotes Equality & Diversity through the organisation; and  

 It plays a role in coordinating Equality & Diversity activities across the 
Group 

 

5.3 It is everyone’s responsibility to ensure that:  

 Equality & diversity is acknowledged when providing and delivering 
services to our customers;  

 

5.4 In particular, employees should:  
 Promote equality of opportunity and avoid unlawful discrimination, for 

example when taking decisions on recruitment, selection, promotion, 
transfers and providing services;  

 Not persuade others to unlawfully discriminate; 
 Not harass, abuse or intimidate other employees or any individuals;  
 Not victimise people because they have made complaints or provided 

information on harassment or discrimination; and  
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 Cooperate with procedures introduced by us to achieve equality of 
opportunity.   

5.5 Any actions that are witnessed to be inconsistent with this policy are brought to 
the relevant manager’s attention at the earliest opportunity. 

 

6. Other things to bear in mind... 

6.1 This policy links to all our policies, strategies and procedures. 
6.2 The main pieces of legislation and regulation relevant to this policy include: 

 Equality Act 2010; 

 Localism Act 2011;   

 Criminal Justice and Public Order Act 1994;  

 Employment Act 2002;  

 Employment Equality (Age) Regulations (Schedules 6 & 8) 2006;  

 Employment Rights Act 1996 (as amended by the Employment Relations 
Act 199 and the Enterprise and Regulatory Reform Act 2013);  

 Human Rights Act 1998;  

 Protection from Harassment Act 1997;  

 Tenant Involvement and Empowerment Standard of the Homes & 
Communities Agency’s (HCA’s) Regulatory Framework for Social Housing in 
England; and  

 The Government’s Prevent Strategy 
 
7. We’ll look at this again... 
7.1 This policy will be reviewed every 3-years. If there are any deficiencies are found or 

there are any changes to legislation or regulation, we will review it earlier.  
 

8. What we mean... 

Reference Definition 

Protected 
characteristics 
under the 
Equality Act 
2010 

Age; 

Disability;  

Gender reassignment;  

Marriage and Civil Partnership;  

Pregnancy and maternity; 

Race – this includes ethnic or national origins, colour and nationality;  

Religion or belief;  

Sex; and 

Sexual orientation 

Equality Equality enables us to create a fairer society where everyone can participate and has 
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the opportunity to fulfil their potential. Equality is mostly backed by legislation 
which is designed to address unfair discrimination among members of a particular 
group in society. 

Diversity 
Diversity is the recognising and valuing difference in its broadest sense. It is about 
creating a culture and practices that recognise, respect, value and embrace 
difference for the benefit of everyone. 

Regulatory 
Framework for 
Social Housing 

A document published by the Social Housing Regulator that sets out how Social 
Housing Providers are regulated and the standards they are required to meet.  

Direct 
Discrimination 

Section 13 of the Equality Act 2010 states that direct discrimination occurs when a 
person treats one person less favourably than they would another because of a 
protected characteristic. 

Discrimination 
by association  

The Act makes it clear that discrimination occurs if an employer discriminates 
against an employee because of a protected characteristic, whether or not the 
employee possesses that characteristic. This means, for example, that it will be 
unlawful to discriminate against someone because they associate with a person who 
possesses a protected characteristic. 

Discrimination 
by perception 

The Act makes it unlawful to discriminate against someone because they are 
perceived to possess a particular protected characteristic, even if the employer is 
mistaken. An example of this could be where an employer decides not to promote a 
female employee because senior staff believe her to be pregnant irrespective of 
whether she is pregnant or not.  

“Positive Action 
Measures” 

Positive Action in recruitment and promotion can be used where an employer 
reasonably thinks that people with protected characteristics are under-represented 
in the workforce or suffer a disadvantage connected to that protected characteristic.  

This type of positive action is only allowed where it is a proportionate way of 
addressing the under-representation or disadvantage.  

 

An example:  

A counselling service for teenagers has no employees who are Muslim, 
despite being located in an area of high Muslim population.When a vacancy 
arises, two candidates of equal merit are in a tiebreaker situation with the 
employer having to find some way to choose between them. One candidate is 
Muslim and the other candidate is not.The service manager could choose to 
offer the job to the Muslim candidate.This would be allowed under the 
positive action provisions, so the non-Muslim candidate could not claim 
unlawful religious discrimination. 

Taken from Equalities Act 2010: What do I need to know? A quick start guide 
to using positive action in recruitment and promotion – Governmnt Equalities 
Office.  

 
 

http://www.ljmu.ac.uk/EOU/116199.htm

