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Waltham Forest Community Hub (the Organisation) is firmly committed to promoting equality, valuing diversity, and embedding anti-discriminatory practice in everything we do.  We commit to creating a workplace and service environment where every individual is treated with dignity and respect, regardless of their protected characteristics or personal circumstances. This includes ensuring fair access to employment, development and progression; fostering an inclusive culture where differences are valued; and ensuring our policies, procedures and behaviours reflect our commitment to equity.
 
The Organisation will not discriminate in any area of employment, or in the provision of its services to the public and accepts its responsibilities to comply in accordance with the Equality Act 2010.  We will provide training, guidance and support to help employees uphold anti-discriminatory practice
 
It is the responsibility of all officers of the Organisation to act in a fair and proper manner and in accordance with the Organisation's policy. The Senior Leadership Team will ensure that the policy is properly applied. 
 
Anyone who feels that he or she has been subjected to unfair discrimination should take the matter up with the Senior Leadership Team or the Chairperson of the Management Committee

Waltham Forest Community Hub (the organisation) is committed to encouraging equality, diversity and inclusion among our workforce, and eliminating unlawful discrimination.

The aim is for our workforce to be truly representative of all sections of society and our customers, and for each employee to feel respected and able to give their best. 

The organisation - in providing goods and/or services and/or facilities - is also committed against unlawful discrimination of customers or the public.
Our policy’s purpose is to:

1. Provide equality, fairness and respect for all in our employment (whether temporary, part-time or full-time); management committee members; volunteers and the public and other service users.

2. Not unlawfully discriminate because of the Equality Act 2010 protected characteristics of:
· age
· disability
· gender reassignment
· marriage or civil partnership
· pregnancy and maternity
· race (including colour, nationality, and ethnic or national origin)
· religion or belief
· sex
· sexual orientation
 
3. Oppose and avoid all forms of unlawful discrimination. This includes in:
· pay and benefits
· terms and conditions of employment
· dealing with grievances and discipline
· dismissal
· redundancy
· leave for parents
· requests for flexible working
· selection for employment, promotion, training or other developmental opportunities 

We are aware that the characteristics covered by the legislation do not include all groups who may experience discrimination for different reasons.  WF Community Hub aims to ensure that no one is treated unfairly.
The organisation commits to:
 
1. Encourage equality, diversity and inclusion in the workplace as they are good practice and make business sense.
2.  Management Committee - The Organisation will aim to ensure that the Management Committee of the Organisation is representative of the community and users which it serves.
3. Staffing/Volunteering - The Organisation will ensure that no job applicant, employee or volunteer receives less favourable treatment than another on grounds of age, disability, ethnic origin, marital or parental status, political belief, religion, gender or sexual orientation.
4.  Public and Service Users - The Organisation aims to make its services accessible to as wide a range of the public as possible and in order to achieve this will take steps to remove barriers which prevent potential audience, participants, members and users from having equal access to the Organisation’s activities. This will include:

· Ensuring that activities take place in venues and premises that are accessible for people with health conditions or impairments.

· Providing facilities for people with health conditions or impairments to enable them to participate fully in activities e.g. interpreters

· Ensuring that the design of publicity material takes account of the needs for people with health conditions or impairments both in terms of print, format, information on access.

· Encouraging and enabling people from under represented groups to attend and participate.

5.  Recruitment - the Organisation is committed to undertaking open recruitment and selection procedures and wherever possible all vacancies will be advertised and fair and equitable short listing and interview processes will be followed. Make decisions concerning staff being based on merit (apart from in any necessary and limited exemptions and exceptions allowed under the Equality Act). Employees and volunteers working with the organisation will be informed of the equality, diversity and inclusion policy and receive training on issues as appropriate.

6.	Reasonable adjustment - The organisation will also ensure that the changing and developing needs of staff and volunteers are recognised and appropriate adjustments made to working conditions and/or training provided in line with current legislation.  Anyone who is disabled and who needs a reasonable adjustment should talk with their manager or employer (or their potential employer if they're applying for a job).
This is so:
· the person can explain their situation
· the employer can understand how they can help
· they can discuss and agree on reasonable adjustments together

The organisation will do all they reasonably can to create an environment and recruitment process where people feel safe and comfortable to talk about disability. This can help towards someone getting the reasonable adjustments they need.  This policy applies to employees and workers; contractors and self-employed people hired to personally do the work and job applicants.
If someone who's disabled needs support at work it's best for them to talk to the employer as soon as possible about what they need.
Nobody has to tell their employer – or potential employer – they're disabled. But when they do, the employer has a legal responsibility to support them.
Requests can be made in writing to the manager or in a meeting with the manager. Someone's reasonable adjustments might need to change over time. They should talk with their manager regularly to review their adjustments and keep a record of what they've asked for and what's been put in place.
How to decide what reasonable adjustments are needed:
· Both the employer and the disabled person can suggest what reasonable adjustments might help.
· Employers should take the lead from the person asking for reasonable adjustments. This is because they might have a better idea of what changes would be helpful to them.
· Some adjustments might be straightforward to discuss and agree together.
· The employer can consider getting medical advice if they need help to decide what adjustments are needed. For example, obtain an occupational health assessment or a letter from a GP.
An employer does not have to make adjustments that are unreasonable. However, they should still find other ways to support the disabled person.
7. 	Harrassement is unwanted conduct that violates a person's dignity or creates an intimidating, hostile, degrading, humiliating, or offensive environment.  The organisation will take ‘reasonable steps’ to prevent harrassment of employees in the course of their employment in accordance with the Worker Protection (Amendment of Equality Act 2010) Act 2023. Create a working environment free of bullying, harassment, victimisation and unlawful discrimination, promoting dignity and respect for all, and where individual differences and the contributions of all staff are recognised and valued.  

This commitment includes training managers and all other employees about their rights and responsibilities under the equality, diversity and inclusion policy. Responsibilities include staff conducting themselves to help the organisation provide equal opportunities in employment, an prevent bullying, harassment, victimisation and unlawful discrimination.
 
All staff should understand they, as well as their employer, can be held liable for acts of bullying, harassment, victimisation and unlawful discrimination, in the course of their employment, against fellow employees, customers, suppliers and the public.
 
Take seriously complaints of bullying, harassment, victimisation and unlawful discrimination by fellow employees, customers, suppliers, visitors, the public and any others in the course of the organisation’s work activities.
 
Such acts will be dealt with as misconduct under the organisation’s grievance and/or disciplinary procedures, and appropriate action will be taken. Particularly serious complaints could amount to gross misconduct and lead to dismissal without notice.
 
Further, sexual harassment may amount to both an employment rights matter and a criminal matter, such as in sexual assault allegations. In addition, harassment under the Protection from Harassment Act 1997 – which is not limited to circumstances where harassment relates to a protected characteristic – is a criminal offence.

7. 	Reporting incidents of discrimination, harassment or bullying
Staff must report to Line Manager, EDI Lead, or Safeguarding Lead and submit an incident form within 24 hours.  Adult service users may report to the service manager; safeguarding lead.  Young People may report to youth workers, service manager, safeguarding leads, trusted adults, or anonymously.  Serious incidents trigger safeguarding procedures and may involve external agencies.  Staff are advised to:
· Keep a record detailing incidents, including dates, times, what happened, and how it made them feel. 
· Collect Evidence: Save any supporting evidence, such as emails, screenshots, or notes of conversations. 
· Identify the Type of Discrimination: Understand the type of discrimination (e.g., based on race, disability, gender, etc.) to discuss with management to find the best way to resolve it.


8. 	Training - Make opportunities for training, development and progress available to all staff, who will be helped and encouraged to develop their full potential, so their talents and resources can be fully utilised to maximise the efficiency of the organisation.  EDI awareness training is part of our mandatory training provision and is delivered to all staff and volunteers.
 
9. 	Responsibilities - Equality, Diversity and Inclusion (EDI) is a shared responsibility across our organisation. While every employee has a role to play in creating a respectful and inclusive environment, accountability sits at all levels:
· The Board and Senior Leadership Team hold overall responsibility for ensuring the organisation meets its legal and ethical obligations regarding equality. They set strategic direction, allocate resources, and champion an inclusive culture.
· Managers are responsible for implementing EDI principles in day-to-day operations. This includes ensuring fair and consistent decision-making, addressing inappropriate behaviour, supporting diverse teams, and promoting equal opportunities in recruitment, development and progression.
· Head of Operations and People is responsible for advising on EDI best practice, monitoring workforce data, reviewing policies, providing training, and supporting leaders in meeting their responsibilities.  Also for reviewing and updating the policy to take account of changes in the law.
· All Employees are responsible for treating colleagues, customers and partners with dignity and respect, challenging discrimination, and contributing to an inclusive workplace culture. Everyone is expected to follow organisational policies, participate in relevant training, and raise concerns when they arise.

Together, these shared responsibilities ensure that equality, diversity and inclusion are embedded throughout our organisation and upheld in every aspect of our work, employment practices and procedures when necessary to ensure fairness.

10. 	Monitoring - To build and sustain an inclusive organisation, we are committed to monitoring our workforce in a way that is respectful, transparent, and purpose-driven. This involves collecting and analysing relevant workforce data, such as representation, recruitment, progression, retention, and employee experience to identify inequities and remove barriers that prevent individuals from thriving.

Monitoring will be carried out ensuring employees understand why information is being gathered and how it will be used. Insights from this data will guide evidence-based actions, including the development of inclusive policies, targeted support initiatives, open and fair recruitment practices, and ongoing training of staff.
 
Monitoring will also include assessing how the equality, diversity and inclusion policy, and any supporting action plan, are working in practice, reviewing them annually, and considering and taking action to address any issues.  


11.	Agreement to follow this policy
The equality, diversity and inclusion policy is fully supported by our Management Committee.

12.	Our disciplinary and grievance procedures
 
The organisation has in place a grievance and disciplinary policy. This includes with whom an employee should raise a grievance – usually their line manager.

Use of the organisation’s grievance or disciplinary procedures does not affect an employee’s right to make a claim to an employment tribunal within three months of the alleged discrimination.

13.	Policy Review

This policy will be reviewed once a year or when legislation changes.
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