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         GROUP POLICY 
 

  

Date Issued October 2006 
 
Last Reviewed May 2016 
 
Department  Corporate 
 
Title   Equality & Diversity Policy 
 
Objective To describe our arrangements for making sure that we apply the 

principles of Equality & Diversity in all our activities 
 
Responsible  Chief Executive 
 
Next Review Date August 2022 
 

 
 
1.0 INTRODUCTION 
 
1.1 We are committed to promoting an environment of respect, understanding, 

encouraging diversity and eliminating discrimination by providing equality of 
opportunity for all.  We have a consistent approach to promoting equality and 
diversity across all areas of our work.  

 
1.2 All employees are required to abide by this policy which also covers 

discrimination by and towards members of the public, Management 
Committee/Board, Members, contractors and staff from other agencies.  We 
oppose all forms of unlawful discrimination. 

 
2.0      BACKGROUND 
 

Tackling inequality is not something new. UK Governments have been 
addressing equality and diversity issues for many years. Although progress has 
been made, inequalities still exist in Scotland and within the UK. As the 
Government continues to tackle discrimination, promote equality, address 
inequalities and inconsistencies that were present in the previous discrimination 
legislation, the new Equality Act  2010 was introduced. The introduction of the act 
saw previous discrimination legislation abolished and replaced with one single 
piece of legislation.  This policy is compliant with the current legislation and 
promotes a culture of dignity and respect for all. 
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3.0 DEFINITIONS 

 
3.1 Protected Characteristics 

The Equality Act 2010 specifies nine protected characteristics which are the 
grounds on which discrimination is prohibited by law.  Claims of discrimination 
cannot be made on any grounds other than age, disability, gender reassignment, 
marriage & civil partnership, pregnancy & maternity, race, religion or belief, sex & 
sexual orientation. 

  
3.2 Diversity 

Diversity means valuing individual differences. We are committed to valuing and 
managing people’s differences to enable all of our employees, Management 
Committee and Board members to contribute and realise their full potential.  We 
recognise that people with different backgrounds, skills, attitudes and 
experiences, can bring fresh ideas and views that will enhance our organisation 
and services 
 

3.3 Equality 
This means making sure people are treated fairly and given fair chances.  It is 
not about treating everyone in the same way, but recognising that different needs 
may have to be met in different ways.  

 
3.4 Direct Discrimination 

This means treating someone less favourably than others based on a protected 
characteristic. 
 

3.5 Indirect Discrimination   
This can occur where a policy, procedure or practice applies to everyone in the 
same way, but might disadvantage a particular protected group, and cannot be 
objectively justified. 
 

3.6 Associated Discrimination:  
This is discriminating against a person because they have an association with 
someone with a protected characteristic.  For example, a non disabled person is 
discriminated against because of the action they need to take to care for a 
disabled dependent. 
 

3.7 Perceptive Discrimination 
This is when a person is discriminated against because the discriminator thinks 
the person possess a protected characteristic.  For example, a person is not 
shortlisted for a job because the recruiter assumes that they don’t have the 
correct Visa to work in the UK as they have a foreign looking name on their 
application form. 
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3.8 Harassment  
This is conduct that violates a person’s dignity or creates an intimidating, hostile 
degrading, humiliating or offensive environment.  The intention of the perpetrator 
is irrelevant; it is the impact on the individual which determines whether 
harassment has taken place. 
 

3.9 Victimisation 
This is treating someone less favourably and discriminating against them 
because they have pursued or intend to pursue their rights relating to alleged 
discrimination, complained about the behaviour of someone harassing them or 
given evidence in someone else’s discrimination complaint. 

 
3.10 Positive Action 

This means addressing imbalances, for example in the workforce by encouraging 
members of under-represented groups to apply for jobs.  Positive action may be 
applicable in setting equality targets. 

 
3.11 Failure to make Reasonable Adjustments 

This is where arrangements disadvantage an individual because of a disability 
and reasonable adjustments are not made to overcome the disadvantage. 

 
 
4.0 POLICY PRINCIPLES 
 

This Equality and Diversity policy aims to: 
 

4.1 Ensure that all employees, Management Committee members, tenants, 
stakeholders and other customers are treated with fairness and respect and are 
not discriminated against or disadvantaged by any conditions or requirements 
which cannot be shown to be relevant.   

 
4.2 Ensure integration of equality and diversity practices into everything we do, and 

ensure that everyone we deal with is treated with fairness and respect by 
everyone else with whom we have a connection.  

 
4.3 Require us to implement fair and just practices ensuring that no-one will receive 

less favourable treatment.  
 
 
4.4 Provide an environment appropriate to the needs of those from all walks of life, 

and offer a culture that respects and values each others differences and 
promotes dignity, equality and diversity. 
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5.0 IMPLEMENTATION OF THE POLICY 
 
5.1 All staff are responsible for the policy’s day to day implementation and are 

expected to abide by our Code of Conduct at all times.   
 
5.2 We will ensure that all new employees, Management Committee and Board 

members receive induction on this policy.  The policy will be widely promoted and 
integrated into all our policies and procedures. A copy of the policy will be 
available onelha.com. 

  
5.3 We will make sure that existing staff receive appropriate training and guidance to 

promote equality and diversity. 
 
5.4 As part of our commitment to Equality & Diversity, we have adopted a Disability 

Policy Statement – Appendix 1, which has been approved by the Employment 
Service as a Disability Symbol User. 

 
5.5 We will produce an Equalities Action Plan and, if required, will set a budget for its 

implementation.  The Action Plan will be reviewed annually – Appendix 2. 
 
5.6 We will produce a summary statement of this policy and the Equalities Action 

Plan.  This will be made available to tenants, applicants, the general public and 
interested organisations on request and through elha.com – Appendix 3. 

 
5.7 All of our staff, Management Committee and Board members have a 

responsibility to be alert to discriminatory behaviours and practices if they occur.  
Unacceptable behaviour and practices should not occur, however if a situation 
arises it will be dealt with immediately.  Breaches of the equality and diversity 
policy will be regarded as misconduct which could lead to disciplinary action 
which may include dismissal or removal from the Management Committee/Board. 

 
 
6.0 ACCESS TO SERVICES 
 
6.1 We will, as far as practical, make sure that access to our premises, meetings and 

housing complies with the provisions of the Equality Act 2010. 
 
6.2 We will take positive action to make sure that all members of the community are 

aware of the services we provide and how to access them. 
 
 
7.0 PROVISION OF SERVICES 
 
7.1 In providing and managing housing and delivering services to customers, we will 

ensure equality of opportunity in relation to the quality of housing, access to 
housing, policies relating to harassment and nuisance, provision of services and 
complaints.  
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7.2 In developing new houses, we will provide housing wherever possible that 

complies with the basic criteria of Housing for Varying Needs.  We will continue 
to support positive action to address identified housing needs within particular 
equality groups and to provide housing opportunities reflecting the diversity of the 
local population. 

 
7.3 We will ensure that all written material we produce is clear, simple and jargon-

free. In preparing written material we will ensure that the content is open and 
inclusive and does not discriminate against any group or individual. 
 

7.4    We will ensure that the content of elha.com is easily accessible to all our service 
users and stakeholders. 

 
7.5 Unless the cost is prohibitive, we will ensure that appropriate translation and 

interpretation services can be accessed by our service users as required.   
 
7.6 We recognise that harassment is a serious breach of tenancy and if it occurs we 

will make sure that it is dealt with appropriately in accordance with our Antisocial 
Behaviour policy. 

 
7.7 We will engage in regular consultation with service users, and encourage tenants 

to be involved in our activities. 
 
 
8.0 REFERRAL ARRANGEMENTS 
 
8.1 We will establish referral arrangements with appropriate agencies.  When 

considering an application from such an agency, we will aim to ensure that their 
Equality & Diversity policy is consistent with our own.  If an agency does not have 
such a policy or fails to meet the required standards, we will encourage them to 
comply with our own Equality & Diversity policy.   

 
 
9.0 CONTRACTING ROLE 
 
9.1 We will ensure that all contractors we use comply with relevant Health & Safety, 

employment and Equality & Diversity legislation. 
 
9.2 When we receive an application to our list of contractors or consultants, we will 

ask the applicant to provide a copy of their Equality & Diversity policy or confirm 
that they will abide by our policy. 

 
9.3  We will ensure that where practicable, a wide range of contractors and 

consultants provide services.   
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9.4 We will include equality clauses relating to the behaviour of the contractor and 
their employees when we award a contract.  If required, we will offer training to 
contractors and their staff to ensure that they reflect the ethos of the 
organisation. 

 
 
10.0 GOVERNANCE 
 
10.1 We aim to ensure that membership and participation in our affairs is open to 

everyone. 
 
10.3 We will provide training to our Management Committee and Board members on 

equality and diversity awareness and practice as required by the Management 
Committee Training Plan (informed by the annual Training Needs Assessment). 

 
 
11.0    OUR ROLE AS EMPLOYER 
 
11.1  Equality and diversity practices will be integrated into every stage of our 

recruitment and selection process. We will base all recruitment decisions 
completely on the merits and abilities of candidates in relation to the job available 
and no other criteria will be used. 

 
11.2  We will issue all contracts of employment in accordance with the job role and not 

the post holder.  Except where Terms and Conditions of employment are dictated 
by the Transfer of Undertakings- Protection of Employment (TUPE) legislation, 
none of our employees will receive less favourable terms and conditions for any 
reason other than relating specifically to the job role and the grade it attracts. 

 
11.3  Our Staff Training and Development policy complies with this policy and ensures 

that training and development opportunities provided to all staff relate to the 
requirements of the job they do, agreed with their line manager 

 
11.4  If we have to select staff for redundancy this will be done strictly in accordance 

with relevant legislation and our Terms and Conditions of employment. Criteria 
will be discussed with the Trade Union and/ or nominated representatives.  The 
criteria will be set out and will be objective, fair and consistent.  This will ensure 
that employees selected for redundancy are selected according to the chosen 
selection criteria and not in any discriminatory way either indirectly or directly. 

 
11.5 We provide a confidential Employee Counselling Service and also recognise 

Unite the Union.  Information on the Counselling service and how to become a 
member of the union is provided to all employees at induction. 

 
11.6 A fair recruitment process will remove barriers where possible to the employment 

of people of different backgrounds.  This will enable us to recruit from the widest 
pool of talent, potentially raising the standard of the intake and therefore 
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increasing the opportunity of a more diverse workforce which reflects the 
community we serve.  A more diverse workforce should improve our service 
delivery, as it will include staff with more knowledge and experience about 
meeting the needs and aspirations of service users and potential service users. 

 
11.7 To highlight our commitment to promoting equality and diversity, all vacancies 

will be aimed at as wide a group as possible.  We will provide clear and concise 
information about the available job to attract the most appropriate candidates 
from all groups across society, to allow them to decide their own suitability for the 
vacancy and whether they wish to proceed with an application.  For those that 
wish to apply we will ensure that all applications have clear instructions for 
completion and application forms will be free from personal questions that are not 
relevant to the vacancy and that could otherwise lead to discrimination. 

 
 
12.0 DISCRIMINATION, HARASSMENT AND VICTIMISATION 
 
12.1  The right to be treated equally with dignity and respect extends to everyone with 

whom we work - tenants, applicants, employees, outside contractors, 
Management Committee / Board members and other agencies whilst at work.  
They can complain and the complaint will be investigated by us and appropriate 
action will be taken. 

 
12.2  We will deal with complaints of harassment, victimisation or discrimination of 

tenants either through our Antisocial Behaviour policy or our Complaints 
Handling Procedure. 

 
12.3  We will use the procedures set out at Appendix 4 to deal with complaints by or 

against staff, external contrators, Management Committee/Board members or 
other agencies with whom we work. 

 
12.4 We will deal with complaints of victimisation, harassment or discrimination 

sensitively and effectively aiming to ensure a satisfactory outcome for the 
complainant and that appropriate corrective action is taken to avoid the 
behaviour giving rise to the complaint is not repeated. 

 
 
13.0 EMPLOYEE AND MANAGEMENT COMMITTEE MEMBER RESPONSIBILITIES 
 
13.1 Whilst we aim to maintain high standards in Equality & Diversity, we recognise 

that the existence of a policy in itself does not guarantee or provide equality in 
access, opportunity or outcome, and that the success of the policy depends on 
the degree of commitment in practice of all Management Committee/Board 
Members and staff. 

 
13.2 The Management Committee/Board has the overall responsibility for ensuring 

that this policy is implemented across all areas of our activities. 
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13.3 The Chief Executive is responsible for the day-to-day implementation of this 

policy and is responsible for ensuring that all staff implement the policy.  Staff are 
also responsible for ensuring that our policies, procedures, publications, 
information material, advertisements and application forms do not contain any 
statements or conditions which would breach this policy. 

 
13.4 We expect all Management Committee/Board Members and staff to: 
 

• apply the policy in their activities and work for the Group 

• challenge any discriminating behaviour they become aware of 

• report to a Manager, or to the Chief Executive, any instances of actual 
discrimination 

 
 
14.0 MONITORING AND REVIEW OF POLICY 

 
14.1 The Chief Executive is responsible for monitoring the application of this policy.  
14.2 We will monitor information relating to protected charateristics in relation to: 
 

• Recruitment and employment of staff 

• Housing applicants 

• Tenants 

• Management Committee/Board membership 
 
14.3 The Chief Executive will ensure that his policy is reviewed every five years.  The 

absence of such a review will not cause it to lapse. 
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EAST LOTHIAN HOUSING ASSOCIATION             Appendix 1 
 
 
DISABILITY POLICY STATEMENT 
 
 
1.0  INTRODUCTION 
 
1.1 As part of our commitment to Equality & Diversity, the Group is registered with 

the Employment Service as a Disability Symbol User.  Using the sign is a positive 
step, it will give a clear message to those with disabilities that we will recognise 
and make the most of their abilities, wherever possible. 
 
 

2.0 COMMITMENTS 
 

Our use of the symbol will let people with disabilities know that, as a minimum, 
we have made the following commitments to help them develop their job and 
career opportunities: 
 

2.1 A Guaranteed Job Interview 
We will offer an interview to all applicants with a disability who meet the essential 
criteria for a job vacancy.  They will be considered on their abilities. 
 

2.2 Consulting Disabled Employees Regularly 
Any employee with a disability will be asked, at least annually, what we can do to 
ensure they are able to use and develop their abilities at work. 
 

2.3 Keeping Employees If They Become Disabled 
If an existing employee should become disabled, we will make every reasonable 
effort to ensure they can stay in employment. 
 

2.4 Improving Knowledge 
We will provide regular opportunities, formal and informal, for staff to develop 
their knowledge and awareness of disability issues.  This includes training as part 
of Equality & Diversity education, so that staff may fulfil the commitments of this 
Statement. 

 
2.5 Checking Progress and Planning Ahead 
 Each year we will: 

• review these commitments and what has been achieved 

• examine ways to improve on the commitments, if possible 

• keep all staff advised on progress made, and future plans 
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                                                                                                                    Appendix 1 
3.0 CONCLUSION       
 
3.1 We believe it is right to display the Disability Symbol, as: 
 

• It makes sense to have the widest possible choice when recruiting or 
developing staff. If disabled people were excluded, the best person for the job 
might be missed; and  

 

• By having and implementing good employment policy and practices on 
disability, all existing employees will be treated fairly, should they become 
disabled. 
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                    Appendix 2 
                                                                     

Equalities and Diversity Action Plan 2016-17 
 
 

     

  

Ref Action Responsibility Target Date 

ED1 
Ensure all policies are updated in line 
with the Equality Act 2010 

Executive 
Support Officer 

March 2017 

ED2 
The Job Centre to carry out an annual 
disability audit to maintain the “positive 
about disabled people” logo. 

Executive 
Support Officer 

November 
2016 

ED3 Review monitoring arrangements 
Senior 

Management 
Team 

February 
2017 

ED4 
Review Equalities budget to ensure it is 
sufficient for implementation of the 
Equality Action Plan 

Director of 
Finance 

February 
2017 

ED5 
Review of the Equality and Diversity 
Policy 

Executive 
Support Officer 

May 2016 
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Appendix 3 
 
EQUALITY & DIVERSITY POLICY 
SUMMARY FOR ISSUE AS A PUBLIC STATEMENT 
 
East Lothian Housing Association Group is committed to promoting an environment of 
respect and understanding; encouraging diversity and eliminating discrimination by 
providing equality of opportunity for all in the following activities: 
 

• Admission to the housing register 

• Allocating housing 

• Provision of all services to tenants and other customers 

• Appointment of Consultants and Contractors 

• Handling of comments and complaints 

• Recruitment of Association members 

• Recruitment of Management Committee/Board Members 

• Employment of staff, and all aspects of their Terms and Conditions of Employment 

 
We are committed to complying with all current anti-discrimination law, regulation and 
good practice. 
 
We aim to ensure that in all our policies, procedures and management decisions there 
is no discrimination on the grounds of age, disability, gender reassignment, marriage & 
civil partnership, pregnancy & maternity, race, religion or belief, sex and sexual 
orientation or on any other grounds. 
 
We will provide information in alternative forms for those requiring it, e.g. other 
languages. 
 
As part of our commitment to Equality & Diversity, and in compliance with the Equality 
Act 2010, we have adopted a Disability Policy Statement and have been recognised by 
the Employment Service as a Disability Symbol User. 
 
A full copy of our Equality & Diversity Policy may be obtained from the Association’s 
offices at the address above. 

   
 
___________________________ _______________________________ 
 
(Robert McNeill, Chairman)  (Martin Pollhammer, Chief Executive) 
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Equality & Diversity Policy              Appendix 4 

 
 
IF YOU FEEL THAT YOU ARE BEING DISCRIMINATED AGAINST, VICTIMISED OR 
HARASSED BY ANYONE WITH WHOM YOU COME IN CONTACT WITH AT WORK 
 

Complaints: Employees 
 
This procedure is also complemented by our Dignity at Work policy.  
 
If you feel that you have been discriminated against, victimised or harassed, by anyone 
with whom you come in contact with at work we will aim to deal with it informally in the 
first instance.   
 
 
Informal Stage 
 

• Initially you and your manager should aim to resolve the matter informally as it 
may be that the discriminatory action is unconscious and easily resolved once 
the situation is highlighted.  This is often the most efficient way with dealing with 
such circumstances in order to maintain current working relations.   
 

• In the first instance you should raise the issue informally with your line manager 
(unless the complaint is against your manager, in such circumstances you should 
raise the issue with the manager next in line.)  

 

• However, even though the matter has been dealt with informally, we will keep  a 
file note of the incident and include a statement that the note will only be taken 
into account if further complaints are made.  The file note may be necessary at a 
later date, should any unacceptable behaviour or practice continue. 

 

• Dealing with the matter informally does not remove your right to have the matter 
dealt with formally should that be the most appropriate next course of action. 

 
Formal Stage 
 

• If you are dissatisfied with the outcome of the informal stage, or the complaint is 
very serious, you should raise the matter in writing, detailing the complaint.  We 
will then deal with the complaint under our grievance policy.  In line with this 
process an investigation into the complaint will be carried out.  If you feel you are 
being subjected to harassment you should raise the issue in line with our Dignity 
at Work Policy.  

 
 
 



Approved by Management Committee on 29/09/16                                   
  Policy Document 

Equality and Diversity Policy Document  Page 14 of 18 

• If the outcome of the investigation is that a formal disciplinary hearing should 
take place this should be conducted in line with our disciplinary procedures.  

 
 
Complaints Made Against Employees  
 

• Where a complaint is made against an employee by another employee, 
Committee Member or Stakeholder, we will investigate and deal with the 
complaint under our disciplinary procedure. 
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Equalities & Diversity Policy           Appendix 4 (cont) 
 

Complaints: Stakeholders 
 
The right to be treated equally with dignity and respect extends to everyone that we 
work with- outside contractors, partners, service users, customers and any other 
agencies that are associated with us. Therefore stakeholders also have a right to have 
any issues addressed under this policy.  Any complaints will be investigated by us and 
appropriate action will be taken. 
 
If a stakeholder feels that they are being discriminated against in the course of their 
working day with us the procedure below should be followed: 
 
Informal Stage 
 
Where possible, incidents should be dealt with informally.  The stakeholder should 
report the matter to their lead contact within our organisation as soon as possible. It 
maybe that the discriminatory action is unconscious and easily resolved once the 
situation is highlighted.  
 
The lead contact will discuss the situation with the individual whom the complaint is 
against and explain the expected standards of behaviour. The consequences of 
continuing any discriminatory conduct will be explained to the individual concerned and 
may include disciplinary action or being refused access to our premises, or services 
 
Formal Stage 
 

• Where formal action is the most appropriate way to deal with the complaint, the 
relevant senior manager will write to the person responsible informing them that 
their comments, actions and/or behaviours are not acceptable and are potentially 
discriminatory.  The letter will state that further incidents will not be tolerated and 
that they may result in the withdrawal of services.  If an employee has been 
accused of acting inappropriately towards a member of the public, Management 
Committee member, contractor or agency worker, this will be investigated under 
our disciplinary procedures, where disciplinary action may be an outcome 
including dismissal.  In cases of physical violence or serious threats we will also 
involve the police if appropriate.   

 
Where the alleged discrimination involves contractors or staff from other 
agencies we will follow the procedure detailed above.  However, due to the 
specific nature of the relationship between the organisation and these 
individuals/organisations, where the complaint is upheld we will contact the 
appropriate senior person within the company/organisation concerned to advise 
them that this type of behaviour is unacceptable and that if it is repeated then the 
individual concerned may be refused entry to our premises.   
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Appendix 4 (cont) 

Complaints made by stakeholders 

Where any of our staff, Committee/Board members or other stakeholders behave 
inappropriately towards any other stakeholder in connection with our business, the 
stakeholder should also raise the issue with their lead contact.  The lead contact will 
then investigate the complaint and deal with it in accordance with the appropriate 
procedure (depending whether the complaint is against an employee, a board member, 
a contractor, a partner, etc.). 

 
Complaints: Governing Body Members 
 

Where a Board / Management Committee member feels they have been discriminated 
against, victimised or harassed, we will aim to deal with the complaint informally in the 
first instance.   
 
Informal Stage 
 
If a Board/Management Committee member feels that another Board / Management 
Committee member, employee or any stakeholder has behaved inappropriately towards 
them, they should raise this immediately with the appropriate senior manager.  The 
manager will discuss the issue with the person or organisation the complaint is against, 
explaining the required standards of behaviour and the consequences of failing to 
comply.  
 
Formal Stage 
 
Where formal action is the most appropriate response, we will investigate the complaint 
thoroughly. We will then deal with the complaint in accordance with the appropriate 
procedure (depending whether the complaint is against an employee, a board member, 
a contractor, a partner, etc.). In cases of physical violence or serious threats an 
appropriate manager will notify the police. 
 

Complaints made against a Board/Committee member 
 
Where a complaint is made against a Board/Management Committee member, the 
complaint will be investigated by the Chair or another authorised person. If it is found 
that the inappropriate behaviour occurred, the Board/Management Committee member 
will be warned and informed of the consequences of failure to comply with the expected 
standards of behaviour, which may include removal from the Board/ Management 
Committee. 
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       Appendix 5 

 
EQUAL OPPORTUNITIES POLICY  -  PROPOSED MONITORING REPORT 
 
The proposed annual monitoring report on our Equality & Diversity policy will be 
produced under the following headings.  These headings follow the section headings in 
the policy document, and refer also to the related policies. 
 
 
1. Committee Membership - Ethnic composition of Management Committee 
  - Gender 
  - Disability 
 
 
2. Employment - Ethnic composition of staff 
  - Summary report on the Equality & Diversity 

monitoring of any vacancies filled during the 
previous year 

  - Report on any action taken to assist existing 
disabled staff to remain in employment, or to 
assist a disabled applicant to be employed (if 
appropriate) 

  - Report on any positive action to assist any specific 
group, e.g. school leavers 

  - Statement confirming that the Association’s 
Recruitment and Selection Policy and Procedures 
have been adhered to, or specifying the action 
taken in any instance of non-compliance 

 
 
3. Training - Report on any Equality & Diversity training 

(general or specific subjects e.g. recruitment, 
disability) undertaken by Management Committee 
Members or staff 

  - Statement confirming that staff training has 
followed the individual’s training plan agreed at the 
annual staff appraisal 

  - Statement confirming that Management 
Committee Members’ training has followed the 
individual Member’s training plan (in accordance 
with the Committee Training Policy) 

 
 
4. Advancement and - Summary report on any action taken under this 
 Promotion  heading 
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5. Harassment and  - Summary report on any action taken under this 
 Victimisation  heading 
 
 
6. Support - Summary report on any action taken under this 

heading 
 
 
7. Allocations - Breakdown of the current housing register, and of 

allocations made during the year 
 
 
8. Consultants & - Statement confirming that any Consultants or 
 Contractors  Contractors appointed in the previous year either 

have their own acceptable Equality & Diversity 
policies, or have agreed to comply with our policy, 
together with a summary report on any action we 
have taken following any reported breach of the 
policy, or of Equality legislation 

NOTES 
 
1. Reports on ethnic monitoring will refer to any Association targets set for the year, 

and to any current data on the ethnic composition of the local population e.g. the 
most recent Census data. 

 
2. The term “summary report” means that all references to individuals will be 

anonymous.  
 
 
 


