
 

 

 

 

 

HAY Equality, Diversity and Inclusion Policy  

 
 
 

Introduction    
 

 This document sets out the Hounslow Action for Youth Association (HAY) equalities and 

diversity policy, our commitment to promoting equal opportunities for all people and valuing 

positive attitudes towards diversity in all that we do. We believe that it is right to challenge any 

form of unfair discrimination against any individual or group from any section of our 

community. 

1. Policy Statement  

HAY (Hounslow Action for Youth) is committed to achieving a working environment which 

provides equality and freedom from unlawful discrimination on the grounds of race, sex, 

pregnancy, and maternity, marital or civil partnership status, gender re-assignment, disability, 

religion or beliefs, age, or sexual orientation. This Policy aims to remove unfair and 

discriminatory practices within HAY and to encourage full contribution from its diverse 

community. HAY is committed to actively opposing all forms of discrimination. 

HAY also aims to provide a service that does not discriminate against its clients and customers 

in the means by which, they can access the services and services provided by HAY. HAY believes 

that all employees and clients are entitled to be treated with respect and dignity. 

Promoting equality, embracing diversity, and ensuring full inclusion for people who use our 

services is therefore central to our vision and values. We know that promoting equal 

opportunities, preventing discrimination, and valuing diversity are fundamental to building 

strong communities. 

Any and all personal data used in connection with this Policy shall be collected, held, and 

processed in accordance with the HAY’s Data Protection Policy. 

2.  Objectives of this Policy 

2.1. To prevent, reduce and stop all forms of unlawful discrimination in line with the Equality 

Act 2010. 

2.2. To ensure that recruitment, promotion, training, development, assessment, benefits, pay, 

terms and conditions of employment, redundancy and dismissals are determined on the basis 

of capability, qualifications, experience, skills, and productivity. 



 

 

 

 

2. The Equality Act 2010 - UK  

The Equality Act 2010 is a comprehensive piece of legislation in the United Kingdom that 

provides legal protection against discrimination, harassment, and victimization based on 

specific characteristics. The Act promotes equality and prohibits unfair treatment in various 

areas of public life, including employment, education, housing, and the provision of goods and 

services.  

The protected characteristics covered under the Equality Act 2010 are as follows: 

- Age: Protection against discrimination based on a person's age. This includes discrimination 
against both younger and older individuals. 

- Disability: Safeguarding individuals with physical or mental disabilities, which includes 
neurodiversity, from discrimination and requiring employers and service providers to make 
reasonable adjustments to accommodate their needs. 

- Gender Reassignment: Protection against discrimination for individuals who have 
undergone or are undergoing the process of changing their gender. 

- Marriage and Civil Partnership: Protection against discrimination based on a person's 
marital or civil partnership status. 

- Pregnancy and Maternity: Safeguarding individuals from discrimination based on 
pregnancy, childbirth, or maternity leave. 

- Race: Protection against discrimination based on race, ethnicity, nationality, or national 
origin. 

- Religion or Belief: Safeguarding individuals from discrimination based on their religion, 
belief, or lack of belief. 

- Sex: Protection against discrimination based on a person's sex or gender. 
- Sexual Orientation: Protection against discrimination based on a person's sexual 

orientation. 
 

The nine protected characteristics are central to the Equality Act 2010, and it applies to all 

organisations that provided a service to the public, or a section of the public (service 

providers). It also applies to anyone who sells goods or provides facilities. For example, it will 

cover community centres, information and advice agencies, charity shops, sports clubs, 

internet-based services, and residential care homes and day care centres. It applies to all your 

services, whether or not a charge is made for them. It also applies to private clubs and other 

associations with 25 or more members. 
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3. Definition of Discrimination 
 

Discrimination is unequal or differential treatment which leads to one person being treated 
more or less favourably than others are, or would be, treated in the same or similar 
circumstances on the grounds of race, sex, pregnancy and maternity, marital or civil 
partnership status, gender reassignment, disability, religion or beliefs, age or sexual 
orientation. Discrimination may be direct or indirect. 
 
 
4. Types of Discrimination 
 
4.1 Direct Discrimination 
This occurs when a person or a policy intentionally treats a person less favourably than another 
on the grounds of race, sex, pregnancy and maternity, marital or civil partnership status, 
gender reassignment, disability, religion or beliefs, age or sexual orientation. 
 
4.2 Indirect Discrimination 
This is the application of a policy, criterion or practice which the employer applies to all 
employees, but which is such that: 
- It is it detrimental to a considerably larger proportion of people from the group that the 

person the employer is applying it to represents. 
- The employer cannot justify the need for the application of the policy on a neutral basis; 

and 
- The person to whom the employer is applying it suffers detriment from the application of 

the policy. 
Example: A requirement that all employees must be 6ft tall if that requirement is not justified 
by the position would indirectly discriminate against employees with an oriental ethnic origin, 
as they are less likely to be able to fulfil this requirement. 
 
4.3 Harassment 
This occurs when a person is subjected to unwanted conduct that has the purpose or effect of 
violating their dignity or creating an intimidating, hostile, degrading, humiliating or offensive 
environment. 
 
4.4 Victimisation 
This occurs when a person is treated less favourably because they have bought or intend to 
bring proceedings, or they have given or intend to give evidence. 
 
 
 
 



 

 

 

 

5. Unlawful Reasons for Discrimination (Equality Act 2010) 
 

5.1 Sex: It is not permissible to treat a person less favourably on the grounds of sex, marital 
status, civil partnership, pregnancy or maternity, gender reassignment or transgender 
status. This applies to men, women and those undergoing or intending to undergo gender 
reassignment. Sexual harassment of men and women can be found to constitute sex 
discrimination. Example: Asking a woman during an interview if she is planning to have any 
(more) children constitutes discrimination on the ground of gender. 

5.2 Age: It is not permissible to treat a person less favourably because of their age. This applies 
to people of all ages.  This does not currently apply to the calculation of redundancy 
payments. 

5.3 Disability: It is not permissible to treat a disabled person less favourably than a non-disabled 
person.  Reasonable adjustments must be made to give the disabled person as much access 
to any services and ability to be employed, trained, or promoted as a non-disabled person. 

5.4 Race: It is not permissible to treat a person less favourably because of their race, the colour 
of their skin, their nationality or their ethnic origin. 

5.5 Sexual Orientation: It is not permissible to treat a person less favourably because of their 
sexual orientation. For example, an employer cannot refuse to employ a person because 
s/he is homosexual, heterosexual or bisexual. 

5.6 Religion or Belief: It is not permissible to treat a person less favourably because of their 
religious beliefs or their religion or their lack of any religion or belief. 

5.7 Gender Reassignment: It is not permissible to treat a person less favourably because they 
have undergone gender reassignment or are undergoing the process of changing their 
gender. 

5.8 Marriage and Civil Partnership: Is not permissible to treat a person less favorably based on 
their marital or civil partnership status. 

5.9 Pregnancy and Maternity: it is not permissible to treat a person less favorably because of 
their pregnancy, pregnancy-related conditions, childbirth, or maternity leave. 

 
 
6. Other types of unfair treatment 
In addition to the protected characteristics outlined in the Equality Act 2010 in the UK, 
individuals are also protected from being treated unfairly due to certain other characteristics 
or circumstances. While these factors are not listed as separate protected characteristics, they 
are still covered under the Act's provisions, and discrimination based on these factors is 
considered unlawful. Some examples of other types of unfair treatment protected under the 
Act include: 
6.1 Trade Union Membership: Protection against discrimination based on being a member of 

a trade union or engaging in trade union activities. 
6.2 Part-Time or Fixed-Term Status: Protection against unfair treatment of part-time 

employees or individuals on fixed-term contracts compared to their full-time or permanent 
counterparts. 

6.3 Language or Nationality: Protection against discrimination based on language proficiency 
or nationality, as long as it does not relate to the protected characteristic of race. 



 

 

 

 

6.4 Caring Responsibilities: Protection against unfair treatment of individuals with caring 
responsibilities, such as for children or elderly relatives. 

6.5 Political Beliefs: Protection against discrimination based on political beliefs, as long as it 
does not relate to the protected characteristic of religion or belief. 

6.6 Ex-offenders: Protection against discrimination based on past criminal convictions or ex-
offender status, except in certain circumstances where the conviction is relevant to the job 
role. 

6.7 Health Status: Protection against discrimination based on health conditions or disabilities 
that may not meet the definition of a disability under the Act but still result in unfair 
treatment. 
 

7. Reasonable Adjustments 
 

HAY accepts duty to make reasonable adjustments to facilitate the employment of a disabled 
person.  These may include: 
7.1 Making adjustments to premises; 
7.2 Re-allocating some or all of a disabled employee’s duties; 
7.3 Transferring a disabled employee to a role better suited to their disability; 
7.4 Relocating a disabled employee to a more suitable office; 
7.5 Giving a disabled employee time off work for medical treatment or rehabilitation; 
7.6 Providing training or mentoring for a disabled employee; 
7.7 Supplying or modifying equipment, instruction and training manuals for disabled 

employees; or 
7.8 Any other adjustments that the Company considers reasonable and necessary provided 

such adjustments are within the financial means of the Company. 
If an employee has a disability and feels that any such adjustments could be made by the HAY, 
they should contact the Designated Officer. 
 
8. Positive Action in Recruitment 

 
Under the Equality Act 2010, positive action in recruitment and promotion applies as of 6 April 
2011. ‘Positive action’ means the steps that Organisations and Employers can take to 
encourage people from groups with different needs or with a past record of disadvantage or 
low participation, to apply for positions within the Organisation.   
 
HAY is an equal opportunities employer.  If HAY chooses to utilise positive action in 
recruitment, this will not be used to treat people with a protected characteristic more 
favourably, it will be used only in tie-break situations, when there are two candidates of equal 
merit applying for the same position. 
 
9. Responsibility for the Implementation of this Policy 

 
HAY takes responsibility for achieving the objectives of this Policy, and endeavors to ensure 
compliance with relevant Legislation and Codes of Practice. 



 

 

 

 

 
The Director of HAY has responsibility for implementing and monitoring the Equality and 
Diversity in Employment Policy and, as part of this process, all personnel policies and 
procedures are administered with the objective of promoting equality of opportunity and 
eliminating unfair or unlawful discrimination.  
 
All employees, subcontractors and agents of HAY are required to act in a way that does not 
subject any other employees or clients to direct or indirect discrimination, harassment or 
victimisation on the grounds of their race, sex, pregnancy or maternity, marital or civil 
partnership status, gender reassignment, disability, religion or beliefs, age or sexual 
orientation. 
 

The co-operation of all HAY employees and volunteers is essential for the success of this 
Policy. Senior employees are expected to follow this Policy and to try to ensure that all 
employees, subcontractors and agents do the same. 
 
Employees may be held independently and individually liable for their discriminatory acts by 
HAY and in some circumstances an Employment Tribunal may order them to pay 
compensation to the person who has suffered as a result of discriminatory acts. 

 
OUR COMMITMENTS:  

 
10. Our commitment as an employer 

 

10.1 We are dedicated to fostering an inclusive workplace environment that acknowledges 

and appreciates the unique contributions of our diverse staff. 

10.2 Each and every employee, worker, or self-employed contractor is entitled to a working 

environment that upholds the principles of dignity and respect for all. We maintain a 

zero-tolerance policy towards any form of intimidation, bullying, or harassment. 

10.3 We actively promote equal access to training, development, and career advancement 

opportunities for all our staff members. 

10.4 Recognising that workplace equality is not only a matter of social responsibility but also a 

prudent business practice, we strive to create an equitable and diverse workforce, which 

positively impacts our organisational success. 

10.5 As part of our commitment to fostering a fair and inclusive workplace, we conduct 

regular reviews of all our employment practices and procedures to ensure they align with 

principles of fairness and inclusivity. 

10.6 We have developed an Equality and Diversity Staff monitoring form which allows HAY to 

monitor equality within HAY. 

. 
 



 

 

 

 

 
 
 

11. Our commitment as a service provider 

 

11.1 At HAY, we are firmly committed to providing services that uphold the principles of 

diversity, inclusion, and respect. Our services are accessible and available to all clients, 

regardless of their race, religion, gender, marital status, sexual orientation, disability, 

criminal record, caring responsibilities, social class, or age. Moreover, we prioritize the 

significance of empathizing with and valuing people's emotions. 

11.2 Ensuring equitable service delivery that meets the diverse needs of our service users is a 

top priority for us. We actively assess and address the varied requirements of our 

community to ensure inclusivity at every level. 

11.3 To bolster our commitment to equality and diversity, we offer comprehensive training for 

our staff and volunteers, empowering them to confidently challenge any inappropriate 

practices and advocate for promoting inclusivity in all aspects of service provision. 

11.4 Staff receive equality and diversity training as part of their induction process, and this 

training is refreshed every 3 years. Sooner, if updates/changes are available. 

11.5 Our inclusive policy has received full endorsement and support from senior management 

and board of trustees and has been mutually agreed upon with our employee 

representatives. 

11.6 Demonstrating our dedication to progress, we undertake regular monitoring and annual 

reviews of this policy to keep it up-to-date and effective. 

11.7 We have established clear and accessible procedures for clients, job candidates, and 

employees to raise grievances or lodge complaints if they perceive any unfair treatment. 

11.8 Upholding our equality and diversity policy is paramount, and any breaches will be 

treated as misconduct and may lead to disciplinary proceedings. We are committed to 

maintaining a respectful and inclusive environment for all stakeholders. 

 

CONSCIOUS INCLUSION 
 

As an organisation, we are committed to taking a proactive and intentional approach to foster 
diversity and inclusivity within our organisation and the communities we serve.  
 
We recognise that individuals have multiple social identities, and these identities can intersect, 
leading to unique and complex experiences for each individual. Through the lens of 
intersectionality, we understand that discrimination and privilege are not solely based on one's 
singular identity but are influenced by various social factors working together. 
 
By embracing intersectionality in our conscious inclusion efforts, we aim to grasp the 



 

 

 

 

multifaceted challenges faced by individuals with intersecting identities. This awareness 
empowers us to tailor our policies, practices, and initiatives to cater to the specific needs and 
experiences of diverse individuals and groups.  
 
Our goal is to create an environment where everyone feels valued, respected, and fully 
included, irrespective of their backgrounds, identities, or characteristics.  
 
We believe that being mindful and purposeful in our approach will enable us to build a more 
equitable and inclusive organisation and foster stronger connections with the communities we 
serve. 
 
We are actively seeking to challenge biases, address barriers, and promote a sense of belonging 
for everyone and we do this by:  

 
- Developing a heightened awareness of unconscious biases and stereotypes that may 

influence our decision-making and interactions; recognising these biases and actively work 
to counteract them and make more inclusive choices. 

- Providing training and educational opportunities for employees and stakeholders to increase 
their understanding of diversity, inclusion, fostering empathy and appreciation for diverse 
perspectives. 

- Encouraging and empowering individuals at all levels to champion inclusion and diversity 
initiatives. This involves creating a culture where everyone feels comfortable speaking up 
against discrimination and advocating for inclusivity. 

- Strong commitment and support from top leadership to create an inclusive culture 
throughout the organisation. Leaders play a crucial role in setting the tone and driving 
change. 

- Using data and metrics to measure progress and identify areas for improvement in our 
diversity and inclusion efforts, which helps us make informed decisions and track the impact 
of our initiatives. 

- Implementing policies and practices that promote diversity and inclusion in recruitment, 
hiring, talent development, and decision-making processes. 

- Encouraging open and honest conversations about diversity, inclusion, and unconscious 
biases. Providing a safe space for dialogue helps foster understanding and respect among 
individuals with different perspectives. 
 

For grievance procedure - please see our complaints and grievance policy. 

If anyone feels they have been treated unfairly by HAY, and the matter has not been resolved 

by the Designated Officer or any other person within HAY, they should get further advice and 

support from the Equality and Human Rights Commission - Home Page | Equality and Human 

Rights Commission (equalityhumanrights.com) 

https://www.equalityhumanrights.com/en
https://www.equalityhumanrights.com/en


 

 

 

 

Windsor House 
50 Victoria Street 
London 
SW1H 0TL 

Telephone: 020 7832 7800 

 

This policy was approved and agreed by the HAY Committee on the date shown below.  
 
 

Signed:     
 
Name (please print): Mary Longhurst 
 
Position:  Chair 
 
Date:   15/08/2024 
 
 
Review dates:  August 2025  
 

 

 
Name of Organisation: Hounslow Action for Youth (HAY)   
 
Charity Number: 296372 

 
Company Number: 2081759 


