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1.  EQUALITY AND DIVERSITY STATEMENT   

  

Leeds Jewish Housing Association (LJHA) values diversity and is committed to ensuring and 

promoting equality of opportunity in housing and employment and in the provision of its 

services. We are committed to considering the needs of individuals when developing policy 

and in our day-to-day operations. We work with our employees, partners and residents to 

demonstrate and promote a culture of tolerance and respect in our community. We are a 

minority ethnic housing association, with a commitment to welcoming employees and 

residents from a wide variety of backgrounds.  

  

The policy sets out the association’s approach on how we advance equality of opportunity for 

all and challenge unfair treatment and all forms of discrimination, harassment, victimisation 

and hate in relation to the nine protected characteristics.   

  

  

• LJHA is opposed to discrimination, either directly or indirectly, at any level.  

   

• We actively promote equality, diversity and inclusion and challenge unfair treatment 

and all forms of discrimination (direct and indirect), harassment, victimisation, and hate 

related to any of the nine Protected Characteristics in the Equality Act 2010;   

  

• We recognise the integral part that equality, diversity, inclusion plays in enabling LJHA 

to exercise our regulatory obligations to understand the diverse needs of residents, 

communicate effectively, and be accessible in how we engage with our residents in 

person and in writing.   

  

• We demonstrate our commitment to equality of opportunity by ensuring that 

applications for housing and employment are welcomed from everyone in the 

community.   

  

• LJHA recognises the need to value individuals in their own right, treating people with 

dignity and respect, and ensuring, that our services meet the needs and requirements 

of all our customers and employees.  

  

• LJHA expects its Board members, employees, contractors, and residents to adhere to, 

or promote, its commitment to equality and diversity at all times.  

  

• LJHA recognise how a workplace and housing association which is committed to 

equality, diversity and inclusion can:  

  

 make it more successful  

 keep employees happy and motivated  

 prevent serious or legal issues arising, such as bullying, harassment and 

discrimination  

 better serve a diverse range of residents and applicants for housing  

 improve ideas and problem-solving  

 attract and retain staff  

  



4  

  

  

  

  

2.   RESPONSIBILITY    

  

This policy applies to all staff, board members, residents, volunteers, customers and visitors 

and any representative working with or providing a service for the Association i.e., Boards and 

Sub Board members, involved residents, partners, suppliers, contractors and consultants. We 

firmly believe that it is everyone’s responsibility to promote equality. We expect all staff, 

volunteers and representatives regardless of position or seniority to be aware of how their own 

behaviour may affect others and to take responsibility to actively challenge or report all forms 

of discrimination, harassment and victimisation in the workplace and in the local community.   

  

LJHA aims to be an open, inclusive and diverse organisation. We believe everyone has a right 

to be treated with dignity, fairness and respect. These principles guide our work meaning that 

LJHA:  

  

 value the diversity and talents of all individuals  

 support and empower people to succeed in our organisation, whether as employees 

or residents  

 create a diverse and inclusive workplace and resident community  

 understand the diverse needs of our residents  

 promote equality of opportunity in employment and services  

 deliver appropriate, flexible and accessible services  

 challenge prejudice, discrimination and harassment  

 promote equality diversity and inclusion with our residents, partners and employees.  

  

  

3.   DEFINITIONS AND LEGAL/STATUTORY OBLIGATIONS  

  

LJHA will ensure we meet our legal obligations under the Equality Act 2010 and will take a 

proactive role in advancing equality of opportunity for all and fostering good relations between 

people who share a protected characteristic and people who do not share that protected 

characteristic. This policy also ensures that we comply with the Regulator of Social Housings 

(RoSH) Regulatory Standards, NHF Code of Governance and NHF Code of Conduct.  

  

Equality  

Equality means equal opportunities and fairness for all employees, applicants and residents  

  

Diversity  

Diversity is the range of people in a workforce and also, in LJHA’s case, the range of residents. 

For example, this might mean people with different ages, religions, ethnicities, people with 

disabilities, and both men and women. It also means valuing those differences.  

  

Inclusion  

Inclusion means ensuring that everyone has equal opportunity to make the most of their lives 

and opportunities. This means treating everyone with respect and dignity.   
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In order to ensure that we exercise our responsibilities, it is important to understand which 

groups of people, or ‘protected’ groups, may be at particular risk of being excluded, and to 

which we may need to focus particular attention.  

The nine protected characteristics as detailed in the Equality Act (2010) are:   

  

Age:  

Age can refer to people of the same age, or a group of people who may have a similar age. 

For example, this may be Under 18s, or the over 70s.  

  

Disability:  

A person is considered as having a disability if they have “a physical or mental impairment 

which has a substantial and long-term adverse effect on that person's ability to carry out 

normal day-to-day activities.” Long-term means the impairment has lasted, or is likely to last, 

for at least 12 months or the rest of the affected person’s life. Disabilities may be physical, 

sensory, or cognitive, and may sometimes be hidden.  

  

Gender re-assignment:  

Gender reassignment is when someone plans to undergo, is undergoing or has undergone a 

process to reassign their sex by changing physiological or other attributes of sex. A person 

needs to have only started the process to be protected i.e., seeing a GP, psychotherapist or 

counsellor or started to cross dress.   

  

Marriage and civil partnership:   

Marriage and civil partnership encompass both opposite sex and same-sex couples. Civil 

partners must not be treated less favourably than married couples.   

  

Pregnancy and maternity:   

Pregnancy is the condition of being pregnant or expecting a baby. Maternity is the period after 

the birth and is linked to maternity leave in the employment context. Protection against 

maternity discrimination is for the first 26 weeks after giving birth and includes treating a 

woman unfavourably because she is breastfeeding for example by asking her to stop 

breastfeeding in a public space   

  

Race (includes colour, nationality, ethnic or national origins):   

A person has the protected characteristic of race if they are part of a group who share a colour, 

nationality or ethnic or national origin (including citizenship). Based on legislation, protected 

ethnic groups are; Sikh, Jewish people, Romany Gypsies, Irish Travellers, Scottish Gypsies, 

and Scottish Travellers.  

  

Religion or belief (includes non-belief):  

Religion or belief includes any religion or belief system that has a clear structure and belief 

system. Protection also includes those who do not follow a particular religion, or if they have 

no religion at all. Belief means any religious or philosophical belief or a lack of belief.  

  

Sex (man or woman):  

Under the Equality Act, sex refers to a man or a woman. As in previous legislation both men 

and women are protected from discrimination under the Act.   
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Sexual orientation (lesbian, gay, bisexual and heterosexual):  

Under the Equality Act this refers to a person’s sexual orientation or attraction toward persons 

of the same sex (a gay man or a lesbian); persons of the opposite sex (someone who is 

heterosexual); persons of either sex (someone who is bisexual).  

  

4.   DISCRIMINATION  

  

There are different types of discrimination. It is important to note that individuals can complain 

of behaviour that they find offensive even it is not directed at them. The individual does not 

have to possess the characteristic themselves.  

   

Direct discrimination:  

  

This is where someone is treated less favourably than another person because of a protected 

characteristic. Examples of direct discrimination:  

  

 male employees get paid more than their female colleagues for doing the same 

job;  

 a gay employee is overlooked for promotion because of their sexuality.  

  

A different approach applies to the protected characteristic of age, because some age-based 

rules and practices are seen as justifiable. And less favourable treatment of a person because 

of their age is not direct discrimination if it can be shown that the treatment is a ‘proportionate 

means of achieving a legitimate aim’.  

  

Direct discrimination may also include discriminating against someone because they associate 

with another person who has a protected characteristic. For example:  

  

 an employee is not offered a promotion because they are the parent of a disabled 

child;  

 an employee is being discriminated against at work because they are the parent or 

partner of somebody undergoing gender re-assignment.  

  

It can also include discrimination against someone because they are thought to possess a 

particular protected characteristic. It applies even if the person does not actually possess that 

characteristic. Examples include:  

  

 someone is refused accommodation at a hotel because he/she is perceived to be 

gay, even though he/she is actually heterosexual.  

 a job application is rejected because the employer assumes the candidate is Black 

as they have an African name  

  

Indirect discrimination:  

  

Indirect discrimination occurs when an apparently neutral criterion i.e., a rule, provision, policy 

or procedure that is applied or put in place for everyone that adversely affects or places at a 

disadvantage people with a particular protected characteristic compared to people who do not 
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share that characteristic and, applying the criterion cannot be objectively justified. Examples 

of indirect discrimination:  

  

 requiring that the employee be 6 feet tall would disproportionately disadvantage 

women;  

 uniform requirements stating employees may not wear headwear would indirectly 

discriminate against for example Rastafarians (head dress), Sikh men (turban), 

Jewish men (yarmulke) etc. unless the dress code can be objectively justified.  

  

5.   BULLYING AND HARASSMENT   

  

Under the Equality Act, harassment is defined as ‘unwanted conduct related to a protected 

characteristic, which has the purpose or effect of violating an individual’s dignity or creating a 

degrading, hostile, humiliating, intimidating or offensive environment for that individual’. 

Harassment applies to all protected characteristics except for pregnancy and maternity and 

marriage and civil partnership. Bullying may be characterised as offensive, intimidating, 

malicious or insulting behaviour, or an abuse or misuse of power through means that 

undermine, humiliate, denigrate or injure the recipient. Bullying or harassment may occur 

between two individuals, or it may involve Associations of people. It may not necessarily be 

face to face, it can also occur through e-mail, text, telephone or over the internet. Whatever 

form it takes, it is unwelcome to the individual. Examples of harassing and bullying behaviour:  

  

 spreading malicious rumours, or insulting someone by word or behaviour;  

 making inappropriate jokes or using offensive language;  

 putting up offensive posters, graffiti, flags, bunting and emblems;  

 deliberately excluding or isolating people;  

 setting unachievable or impossible targets /deadlines  

  

  

Victimisation:  

  

This occurs when someone is treated badly because they have made a complaint or supported 

a colleague to make a complaint or, raised a grievance or supported a colleague to do so or, 

are suspected of doing either. Protection against victimisation is lost if the employee makes a 

complaint that is found to be untrue or malicious.   

  

Hate  

  

No-one should have to live with the fear, anxiety and consequences of hate in whatever form. 

A hate crime is any criminal offence which is perceived by the victim or any other person, to 

be motivated by hostility or prejudice based on a person's disability, race, religion, sexual 

orientation or gender identity or perceived disability, race, religion, sexual orientation or gender 

identity.  

  

Examples include:  

  

 physical attacks, such as physical assault, damage to property, offensive graffiti and 

arson  
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 threat of attack, such as verbal abuse, pictures or videos, offensive letters, abusive or 

obscene telephone calls  

  

A hate incident is any non-crime incident which is perceived by the victim or any other person 

to be motivated by hostility or prejudice based on a person's disability, race, religion, sexual 

orientation or gender identity or perceived disability, race, religion, sexual orientation or gender 

identity.  

  

Examples include:  

  

 verbal or online abuse  

 insults or harassment  

 offensive leaflets and posters  

 abusive gestures  

 deliberately causing noise, or dumping of rubbish outside homes or through 

letterboxes.  

  

Both hate crimes and hate incidents are taken extremely seriously when someone reports 

something.   

  

  

6. PROTECTIONS AND ACTIONS AVAILABLE   

  

There are various actions that can be made to overcome or minimise disadvantage   

  

Duty to make reasonable adjustments:  

  

Where a disabled person is at a substantial disadvantage in comparison with people who are 

not disabled, there is a duty to take reasonable steps to remove that disadvantage by:  

  

(i) changing provisions, criteria or practices;  

(ii) altering, removing or providing a reasonable alternative means of avoiding 

physical features   

(iii) providing auxiliary aids  

  

To treat somebody better than someone else is unlawful under the Equality Act except in very 

limited circumstances e.g., the duty to make reasonable adjustments for a disabled person. 

The law can also require pregnant workers to be treated more favourably in some 

circumstances.  

  

Objectively justified  

When something can be shown to be a proportionate means of achieving a legitimate aim or, 

to achieve the aim is appropriate and necessary.  

  

Positive action  

The Equality Act permits organisations to take a range of lawful actions that seek to overcome 

or minimise disadvantages e.g., in employment opportunities or to meet their different needs 

experienced by people who share a particular protected characteristic. For example, an 



9  

  

employer might decide to take positive action if they find that the make-up of their workforce 

or in a particular area of the business does not reflect the make-up of their local population. 

They decide to target their advertising to encourage people from the local community who 

share the particular underrepresented protected characteristic i.e., women or LGBT to apply 

for vacancies.   

  

Proportionate  

Whether something is proportionate in the circumstances will be a question of fact and involve 

weighing up the discriminatory impact of the action against the reasons for it, and asking if 

there is any other way of achieving the aim.  

  

Reasonable  

What is considered reasonable will depend on all the circumstances of the case including the 

size of an organisation and its resources, what is practicable, the effectiveness of what is being 

proposed and the likely disruption that would be caused by taking the measure in question as 

well as the availability of finances.  

  

Under the Equality Act 2010 we have a responsibility as a social housing provider to promote 

equality of opportunity. Whilst LJHA is not a public body, we take account of the Public Sector 

Equality Duty when delivering services that are public in nature. Under this Duty we must give 

due regard to the need to do the following, whether this relates to our workforce, our partners, 

or our residents:  

  

• eliminate discrimination harassment and victimisation  

• advance equality of opportunity  

• foster good relations (tackling prejudice and promoting understanding).  

  

The Social Housing Regulator sets out the regulatory standards which require registered 

housing providers to respond to the needs of diverse residents. Registered providers are 

required to treat all residents and tenants with fairness and respect including those with 

protected characteristics and those with additional support needs. ) Providers are also required 

to demonstrate that they understand the different needs of their tenants, including in relation 

to the equality strands and tenants with additional support needs"  

 

LJHA also comply with the NHF Code of Governance and the NHF Code of Conduct. 

  

  

7.   ENSURING WE DELIVER  

  

Implementation   

  

The Board, Sub Boards and Executive Management Team lead on equality and hold overall 

responsibility for the implementation of the Policy. The Management Team embed the Policy 

across the business by ensuring the services they deliver underpin the principles of equality 

and fairness and that their staff have the necessary training, support and direction to fulfil the 

requirements of the Policy.  
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We will do the following to ensure that everyone connected with LJHA is aware of the 

importance of equality, diversity and inclusion and its contribution to an inclusive and safe 

environment, where everyone feels valued.   

 

For staff & board members LJHA will:  

  

• ensure that Board members and staff understand the importance of equality, diversity 

and inclusion within social housing, as well as in wider society, through appropriate 

training or awareness work  

• exercise fairness in recruiting new staff, training and promoting existing staff, equal 

pay, and any behaviour/disciplinary processes  

• ensure that religious beliefs and practices are respected  

• respect the need for flexible working practices, such as those relating to childcare or 

parental leave  

• ensure that we monitor equality, diversity and inclusion within our workplace through 

equality and diversity monitoring forms for new starters.  

• ensure that we consider the completion of Equality Impact Assessments for relevant 

policies and processes, which may impact upon people with one or more of the 

Protected Characteristics  

• create a culture where everyone feels able to come up with ideas, and raise issues 

and suggestions to managers, knowing that this is encouraged    

  

For residents LJHA will:   

  

Our commitment to equality, diversity and inclusion reflects our obligations relating to 

regulatory standards, NHF Code of Governance and NHF Code of Conduct.  

  

• understand and respond to the diverse needs of residents  

• treat all residents with fairness and respect, based on openness, honesty and 

transparency.  

• demonstrate our understanding of the different needs of our residents, including in 

relation to those with Protected Characteristics, and with additional access or support 

needs, working with our partner organisations  

• provide our residents with accessible, clear and relevant information on our 

performance and services  

• offer a range of ways for residents to contact us, including accessible ways to raise 

issues, or express a complaint  

• circulate and publish information in a range of formats, including in response to 

individual communication preferences  

• exercise fairness in managing applications for tenancy, and ensure that our resident 

community comprises a diverse range of residents  

• create a culture of resident involvement, voice and influence, aiming to capture the 

views of diverse or representative cross-sections of the community, and ensuring that 

every resident feels listened to and respected.  

• ensure that we are accountable to our residents in how we demonstrate equality, 

diversity and inclusion  
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8.   REPORTING OF ANY INCIDENTS OF DISCRIMINATORY OR UNFAIR 

TREATMENT   

  

Any member of staff who feels they have been unfairly treated can use the Grievance 

Procedure or Whistleblowing Procedure to complain about discriminatory conduct and the 

Bullying and Harassment Procedure to complain about bullying and harassment.   

  

Any resident, customer or representative who feels they have been unfairly treated can use 

LJHA’s Complaints process. Further information on this can be accessed via the LJHA 

Complaints Policy.  

  

Depending on the nature of the incident, it may be that a report of anti-social behaviour needs 

to be made in line with LJHA’s Anti-Social Behaviour Policy. Any incident where it is perceived 

to be hate-related should be reported to West Yorkshire Police.    

  

9.   MONITORING AND REVIEW  

  

The Executive Management Team are responsible for monitoring the policy. The Policy will be 

reviewed biennially.  However, the Policy will be deemed to automatically incorporate any 

amendment to the Equality Act 2010 and the Policy updated to reflect the change as soon as 

is practically possible.   

  

  

  

  

  

  

  

  

  


