
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 

This document can be made available in large print, on tape, in 
Braille or translated into another language.   

 
Please contact the Association if you wish to discuss this. 

 

Following the partnership with Caledonia Housing Association in April 2014, 
Cordale Housing Association has agreed a new policy review timetable for 

reviewing all its policies and introducing new policies that are required. 
 

This policy is due for review in May 2015 
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1. INTRODUCTION  
 
1.1 Section 106 of the Housing (Scotland) Act 2001 places a 

requirement on Registered Social Landlords (RSLs) to act in a 
manner that encourages equality of opportunity in the provision of 
housing and related services.  Cordale Housing Association’s first 
policy statement on equal opportunities was agreed in 1992 and 
has been subject to periodic review.    

 
1.2 This document outlines the Association’s “Equality and Diversity 

Policy” which was approved by the Management Committee in 
August 2009.  It seeks to take account of legal, regulatory and 
best practice requirements, including: 

 
• The Sex Discrimination Act 1975 
• The Disability Discrimination Act 1995  
• The Human Rights Act 1998 
• The Scotland Act 1998 (Schedule 5) 
• The Race Relations (Amendment) Act 2000 
• The Housing (Scotland) Act 2001 
• The Civil Partnership Act 2004 
• The Gender Recognition Act 2004 
• The Equality Act 2006 
• Section 9 of Raising Standards in Housing 
• Section GS2.1 of Performance Standards 
• Regulatory Code of Governance Part 3 
• Promoting Race Equality in Housing1 
• Housing Practice – Equality and Diversity2 
 

1.3 The policy also acknowledges the Equality Bill currently going 
through Parliament.  It is expected to become law in 2011 and will 
apply to public sector bodies.  It will broaden the current duties 
placed on public sector bodies to include age, sexual orientation, 
religion/belief, pregnancy/maternity, and gender reassignment in 
addition to the established areas of race, gender and disability.  
Duties in all areas will come under a general “Equality Duty”.  
Whilst the legislation is not expected to apply to Registered Social 
Landlords, the Committee believes that it would help show the 
Association’s strong commitment to equalities by complying with 
the Act where possible – ie to treat the act as if it applies to RSLs. 

 
                                         
1 Promoting Race Equality in Housing – Guidance on Race Equality in the Scottish 
Social Rented Sector, PATH Scotland and TPAS, 2009 
2 Chartered Institute of Housing, April 2009 



Cordale Housing Association  
Equality and Diversity Policy 

 

 
 

Policies&Procedures/Management/Equality and Diversity Policy 
3 

1.4 This policy (and Equality Plan) was the result of a community 
consultation exercise which began at the 2008 Annual General 
Meeting when fifty residents completed questionnaires.  The 
results of these were supplemented by a series of focus group 
meetings, a meeting with West Dunbartonshire Council’s equality 
and diversity department, and input from staff and Management 
Committee at a training/consultation session in August 2009. 
 

1.5 This policy document very much outlines the strategic elements of 
the Association’s approach in equal opportunities, for example, 
the policy context and the guiding principles which we seek 
always to observe.  The day-to-day equal opportunities activities 
are set out in the Equality Plan, and it is by measuring progress 
against the Plan that the success of our work in promoting 
equality and diversity will be evaluated. 
 

1.6 This is one of the Association’s most important corporate 
documents and it is therefore critical that everyone within the 
community (and, indeed, any interested party) is able to access it.  
To help achieve this, the Association will: 
 
• Place a notice in the office reception publicising the policy’s 

existence and that it is available in a variety of formats 
• Carry out a survey of tenants, applicants and other service 

users to assess alternative format communication needs 
• Explain the main elements of the Equality Plan in a newsletter, 

highlighting the Association’s policy of zero tolerance of acts 
which breach the policy 

• Offer equal opportunities training to residents’ groups as part 
of the Participation Strategy 

 
1.7 In line with good practice, the Association will seek to 

“mainstream” equalities.  This means that we will systematically 
consider the equalities aspect of all policies and procedures, the 
objective being that, by being more aware of (and responsive to) 
how our work can impact on the so-called “protected” groups, we 
can help ensure that there is no hint, however minor or 
inadvertent, of systemic and/or institutional inequality within the 
Association.  Mainstreaming is a process that aims to achieve this 
and will form one of the Association’s guiding principles, as noted 
in section 2.3.  We will use a system of Integrated Impact 
Assessment, based on that published by West Dunbartonshire 
Council on its website, to help achieve this objective. 
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2. POLICY STATEMENT AND GENERAL PRINCIPLES 
 
2.1 The over-arching main aim of the Association’s policy on equality 

and diversity is to seek to ensure that no person, group of 
persons or organisation receiving services from the Association, 
or who requires assistance or advice from the Association, is 
treated less favourably than any other person, group of persons 
or organisation.  The Association will at all times seek to ensure 
that all of its services are easily and equally accessible to all.  

 
2.2 We will rigorously seek to promote and to achieve equality of 

treatment and opportunity for all people in society without 
discrimination or prejudice on any grounds, for example because 
of an individual’s or group’s: 
v age 
v gender re-assignment 
v pregnancy or maternity 
v religion or religious belief 
v sexual orientation 
v national origin 
v cultural background 
v domestic circumstances 
 

v disability or illness 
v marital or civil partnership 
v race 
v gender 
v ethnic origin 
v political belief 
v tenure 
v financial status or social “class” 
 

 Characteristics shown in bold are the “protected” characteristics 
as outlined in Section 4 of the Equality Bill and are sometimes 
referred to as “strands of diversity”.  The above list notes many of 
the groups covered by this policy, but the list is not exhaustive. 

 
2.3 Whether an individual or group belongs to one of the protected 

groups, each of the above is equally important, and we will take 
all reasonable steps to ensure that no discrimination, whether 
deliberate or inadvertent, occurs.  Particular efforts may have to 
be made to target groups that are currently (or have been 
historically) under-represented in the Association’s membership, 
on the housing list and on the Management Committee.   

 
2.4 To help achieve the main overall aim, as outlined in section 2.1, 

the Association has developed the following six general guiding 
principles: 

 
• Guiding Principle 1 

to work towards “mainstreaming” equality 
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• Guiding Principle 2 
to ensure equality of opportunity and treatment for all people in 
relation to the provision of housing and non-housing services, 
the recruitment of Committee members and the employment of 
staff 
 

• Guiding Principle 3 
to ensure that no one is discriminated against on the basis of 
race, sex, ethnicity, colour, physical disability, illness, mental 
health issues, domestic circumstances, tenure, age, national 
origin, religion, gender, sexual orientation, pregnancy/ 
maternity, marital status, employment status, financial status 
or social “class”, or because of gender re-assignment 

 
• Guiding Principle 4 

to actively assist disadvantaged minority groups within the 
local community to benefit from its housing services 

 
• Guiding Principle 5 

to be mindful of its equal opportunities commitments in relation 
both to the hiring of contractors/consultants and to the 
composition and operation of the Management Committee 

 
• Guiding Principle 6 

to ensure that all staff are aware of the Association's 
commitment to, and obligations in relation to, equality and 
diversity 

 
2.5 The achievement of the above underpins the remainder of this 

policy statement.  A schedule summarising the main ways in 
which each of these will be addressed (the Equality Plan) is 
contained at Appendix 1.   

 
 
3. THE CONSULTATION 
 
3.1 This section examines the three main consultations the 

Association undertook in developing this policy:  
 

(i) a questionnaire completed by residents at the 2008 AGM 
(ii) a series of focus groups held in June 2009 and  
(iii) a meeting with representatives of West Dunbartonshire 

Council’s equality and diversity team, also in July 2009. 
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(i) Resident and Management Committee Questionnaires  
 A total of fifty residents completed a questionnaire which asked 

them to indicate which equality areas were most important to 
them and, importantly, which areas they thought the Association 
should tackle in the Equality Plan.  This exercise was repeated 
with the Management Committee.  The top six were:  

 
v Disability 
v Race 
v Domestic circumstances 
v Gender 
v Religion 
v Age 

  
Of the fifty residents completing questionnaires, sixteen indicated 
that they would like information made available in larger print and 
four people said that they would benefit from some key 
documents being made available on tape. 

 
(ii) Focus Group Meetings  
 Four focus group meetings were held, each one concentrating on: 
 

• Older people 
• Disability 
• Equality in Housing/Financial/Employment 
• Race/ethnicity 

 
A meeting was arranged for owner occupiers and sharing owners, 
but there was no interest in this meeting and it did not go ahead. 
 
The overwhelming view was that the Association does well in the 
area of equalities.  There were, however, some specific 
suggestions from the various groups consulted and these have 
been taken into account in the Equality Plan.  Examples include: 
 
v Ensure that the availability of transport to meetings continues 

to be publicised 
v Make larger print standard for communications to residents in 

the extra care housing – publicise it to all other tenants, 
members, sharing owners and housing applicants 

v Carers and/or advocates should be encouraged more to 
attend meetings with individual when this would be beneficial 

v Raise awareness about “hidden” disability, including mental 
health issues 
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v Consider the needs of the gypsy traveller community living 
adjacent to the Association’s area of operation 

v Try to assess whether there is an Eastern European 
community in the Association’s area or within West 
Dunbartonshire and consider ways of reaching this community  

 
 (iii) WDC’s Equality and Diversity Team 
 The Council was passed a copy of the 2003 policy document in 

advance of a meeting held in July 2009.  The view of the officers 
at the meeting was that the 2003 policy was generally very good 
and suggestions were made as to how this could be brought up to 
date – for example, the broadening of the “protected” groups and 
the adoption of the Association of the requirements placed on 
local authorities by the Equality Bill.  

 
 These have been taken on board in the formulation of the policy 

and Equality Plan and references are made within these 
documents.  A copy of this policy will be sent to the Council and 
one of the Equality Plan tasks is to forge closer links with the 
Equality and Diversity Team. 

 
 The Association has also used several key documents located on 

the council’s website – for example, Communicating Effectively 
and the impact assessment guide.  We are grateful to the Council 
for having recommended these documents to us. 

 
 
4. COMMUNICATION IN ALTERNATIVE FORMATS 
 
4.1 One of the ways in which people can be indirectly discriminated 

against is by information sometimes being inaccessible.  For 
example, a visually-impaired resident may not be able to read the 
allocations policy in the print size usually available.  Similarly, 
someone whose first language is not English may not be able to 
communicate effectively with staff – in fact, they may not even 
feel equipped to contact the Association at all.  This type of 
indirect discrimination is important to address as it can often be 
inadvertent and there is therefore perhaps more scope for it to 
occur.  Both of these potential problems are noted by WDC and 
by PATH/TPAS and their recommendations for combating this 
have been taken into account in the development of this policy 
and accompanying Equality Plan. 
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4.2 To help eliminate any such discrimination, the Association will 
provide information to customers in any special formats as 
required.  Special formats may include: 

 
• large print 
• audio (for example, tape or CD) 
• translations into relevant languages 
• use of language or sign interpreters  
• Braille 

 
Please note that it is impractical to have all possible formats 
available immediately.  Our commitment therefore relates to the 
ability and willingness to produce documents in the formats 
required (or an interpreter if requested) as quickly as is practical – 
in the vast majority of cases, this will be done within three days 
but where, for example, someone requires an interpreter for a 
very uncommon language, the Association may require additional 
time to source an appropriate interpreter.  We will keep customers 
advised of likely waiting times throughout the process. 
 
When verbal interpretation is required, this will normally be 
available immediately during office hours when the person is in 
the office.  This is done via a three-way conversation with the 
Association’s officer, the client or their representative, and a 
professional interpreter. 
 
For the absence of doubt, all costs in relation to this will be borne 
by the Association. 

 
4.3 The Royal National Institute for the Blind (RNIB) recommends 

that all communications should be produced in 12 – 14 point font 
as standard.  All of the Association’s routine communications will 
be produced in 13 point font and those being sent to the extra 
care housing will be produced in 14 point font.  For anyone 
requiring larger typeface, we will provide this on request – in such 
cases, we will also explore the best “contrast” (the preferred 
colour of type and paper) and “leading” (the space between lines) 
for each individual. 

 
4.4 To ensure that this strategy is effective, the availability of 

documents in other formats will be publicised regularly to our 
residents, members and all those with whom the Association 
deals.  In particular, making material available in large print will be 
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promoted as this was the format most often indicated by residents 
in the equalities questionnaire. 

 
 
5. PUBLICISING THE EQUALITY AND DIVERSITY POLICY 
 
5.1 It is absolutely critical that the policy is publicised if it is to stand 

any chance of being successfully implemented.  The level of 
interest in the policy will vary from one person to another 
depending on a whole range of factors.  To help respond to this, 
we will publicise the policy in the following ways:  

 
• We will launch the policy via a special newsletter.  This will 

outline the main points and will remind readers that they can 
request a copy of the policy in full or in summary (in any 
appropriate format or language).  The newsletter will have 
comments in large font and some community languages3 to 
ensure that we reach as many people as possible 
 

• We will advise all new tenants of the availability of alternative 
formats when they are signing their tenancy agreement and 
will provide them with a summary leaflet of our zero tolerance 
approach – this will help ensure that, in the event that they 
experience any discrimination or harassment, they will know 
that the Association will address their allegations seriously and 
take any appropriate follow-up action 

 
• We will routinely gather information on whether residents 

would find an alternative format helpful as part of our day-to-
day contact, for example during house visits or interviews in 
the office. 

 
5.2 All employees, applicants for employment, contractors and 

consultants will be notified of the existence of the policy and will 
receive individual copies on request (copies will automatically be 
provided for successful job applicants and contractors being used 
by the Association).  All existing employees will receive training.  
This will help ensure that anyone representing Cordale in any 
capacity whatsoever is clear about our requirements. 

 

                                         
3 The “five main languages” as noted on the Communicating Effectively page on 
WDC’s website are Arabic, Chinese, Urdu, Hindi, and Punjabi.  To these we will add 
Polish.   
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5.3 Committee members will receive equal opportunities training and 
have been closely involved in the development of this policy.  All 
members will be encouraged to keep up to date with 
developments in the area of good practice in equalities.   

5.4 Copies of the Commission for Racial Equality’s Statutory code of 
practice on racial equality in housing in Scotland (published in 
2006) will be used by the Association when applicable and copies 
will be available for inspection in the Association's office.   

 
 
6. RACIAL DISCRIMINATION 
 
6.1 In line with accepted good practice, the Association will: 

 
• comply with the provisions of the Race Relations 

(Amendment) Act 2000 and all relevant Codes of Practice (for 
example, the CRE’s 2006 Code of Practice noted above) to 
help ensure that there is no racial discrimination in the 
provision of housing, services or employment.  

 
• recognise and, where necessary, use the specific laws relating 

to racial harassment in the Crime and Disorder Act 1998 as 
well as the provisions included in the tenancy agreements of 
perpetrators of racial discrimination 

 
• adopt policies and procedures which ensure equal treatment 

and the elimination of racial discrimination and which, where 
appropriate, encourage positive action on behalf of minority 
ethnic groups 

 
• take action to improve the involvement of tenants and other 

residents from minority ethnic groups in the work of the 
Association 

 
• ensure that there is no racial discrimination in relation to the 

recruitment and selection of employees, general members of 
the Association and the Management Committee 

 
• take swift action against staff members, consultants or 

contractors, Committee members, tenants or residents found 
guilty of racial harassment – this will be widely publicised so 
that no one is in any doubt of the Association’s strong 
commitment to equalities.  It will also serve to inform any 
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victims of harassment that we will deal with their case quickly 
and appropriately  

• deal with racial, sectarian  or otherwise offensive graffiti 
immediately by having it removed as an emergency repair 

 
• review and monitor the Association’s membership in order to 

ensure equal representation and, where necessary, take 
action to redress any imbalance 

 
 
7. TARGET-SETTING – GENDER, RACE, AGE AND DISABILITY 
 
7.1 Whilst embracing the principles of equal opportunities is 

something that the Association takes very seriously, it is 
nonetheless important that there is some system in place to 
demonstrate that we actually achieve our objectives (or, perhaps 
more importantly, to highlight areas where we may not).  In other 
words, we must ensure that this policy statement is not used 
merely to pay lip service to equal opportunities.  

 
7.2 One of the ways of doing this is to develop a set of targets against 

which our performance can be quantified.  (There may be some 
important exceptions to this and these are discussed in section 
11).  What is crucial, however, is that we set a range of targets 
that are realistic and achievable for the Association, otherwise the 
Committee risks a seemingly poor performance in this area.  

 
7.3 The method we will use across all areas of target-setting is: 
 

• Obtain statistical/demographic information for (i) our area of 
operation and Renton/Alexandria as a whole, (ii) Dumbarton 
and (iii) the West Dunbartonshire Council area. 

 
• Once good statistics are available, use them to refine/develop 

targets in each measured category 
 

• Committee will then receive recommendations from staff, 
together with an accompanying paper, on annual target figures 

 
• Produce a statement on the current position at the time and 

agree necessary action (this will form part of the Equality Plan) 
 

• Incorporate targets into Internal Management Plan to be 
evaluated at the quarterly performance review process 
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7.4 Because of the lack of good statistical information currently 
available, however, the Association will only be able to work 
towards setting numerical targets in the way outlined above once 
better information is available – any attempt at analysing 
information that we know to be incomplete, out of date or based 
on small sample sizes would present a real risk of inappropriate 
targets being set (and, therefore, more pressing priorities possibly 
being ignored) and this is therefore something that will develop 
through time and will be acknowledged in the Equality Plan. 

 
 
8. IDENTIFYING PROBLEMS AND TAKING REMEDIAL ACTION 
 
8.1 Because the Association is reviewing progress against the 

Equality Plan on a quarterly basis, areas where there may be 
problems will be flagged up early so that remedial action can be 
taken. 

 
8.2 It is not possible to be prescriptive about how the Association 

should deal with identifying problems and taking appropriate 
action in this policy statement, as there are too many potential 
variables.  The general process to be followed by staff is:  

 
• Advise Committee of the underachievement 

 
• Outline action already taken to achieve the objective 

 
• Make suggestions for further action, in consultation with other 

RSLs who may have solved similar problems if appropriate 
 

• Agree refinements to the Equality Plan and implement these   
 
8.3 Realistically, it may emerge that some tasks are difficult to 

achieve and this is something that the Association recognises.  
This does not mean, however, that we will cease trying to achieve 
these.  The Association will do all that is possible and reasonable 
to ensure that its equality and diversity targets are met. 

 
 
9. STAFF AND COMMITTEE RESPONSIBILITIES 
 
9.1 Ultimate responsibility for ensuring that the Association conforms 

to the principles outlined in this policy and strives to achieve the 
targets set lies with the Management Committee.   
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9.2 Responsibility for ensuring that Committee is kept adequately 
informed of progress and alerted to any areas of 
underachievement lies with the Depute Director.  It will therefore 
be the Depute Director’s responsibility to ensure the quality and 
completeness of information and recommendations being 
presented to the Committee.  This will form one of the key 
performance objectives for this staff member. 

 
9.3 The Depute Director will also ensure that new Committee 

members receive some basic equalities training within three 
months of joining the Committee and that the Committee, as a 
group, are advised of any changes in legal or regulatory 
requirements. 

 
 
10. DISSEMINATION OF KEY TARGETS AND PERFORMANCE 
 
10.1 The Committee will consider an annual report on equal 

opportunities at its May or June meeting.  This will be produced 
by the staff team and will be based on the outturn figures to the 
end of March.   

 
10.2 In July or August, this performance will be summarised in the 

“Annual Statement on Equal Opportunities”.  This will be 
distributed to all tenants and members by way of a newsletter and 
a bullet point poster will be displayed in the reception.  Copies will 
also be available at the AGM.  

 
10.3 The Association will report clearly on its performance, and this will 

include highlighting areas where targets have not been met. 
 
 
11. AREAS WHICH MAY NOT BE SUBJECT TO STATISTICAL 

MONITORING 
 
11.1 As noted in the opening section, the Association actively 

promotes equality of opportunity and treatment for all groups in 
society.  In the main, the Association will be able to gather 
information to help it assess the degree to which the policies and 
procedures across all areas of the business inherently contain an 
equal opportunities approach.   

 
11.2 However, the Association believes that certain questions may be 

inappropriate and intrusive and, as such, we may decide not to 
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ask them.  These are questions relating to sexuality and religion.  
We may therefore be unable to work towards setting targets and 
monitoring our performance against these.  

 
11.3 Our approach in these areas may therefore have to be reactive.  

This would mean that we would not tolerate discrimination against 
anyone and will take whatever action is available to us to ensure 
that the victim is protected and that the perpetrator is dealt with 
(see section 12 on breaches of the policy). 

 
11.4 Doing more to eliminate discrimination on the grounds of sexuality 

or religion/belief has been specifically highlighted by the Scottish 
Housing Regulator4 who notes that RSLs need to do more to 
understand the community needs of people belonging to these 
“strands”.  The Association also acknowledges that there has 
been specific legislation in relation to these groups in recent 
years. 

 
11.5 Following careful consideration and some debate by the 

Management Committee, we have decided to survey tenants, 
members and housing list applicants to ask if they consider it 
appropriate to ask questions relating to someone’s sexuality 
and/or religion/ belief5.  Depending on the results, we may also 
aim to discuss this issue following the AGM. 

 
11.6 This section of the policy will be amended before the end of 

October 2009 based on the feedback we receive. 
 
 
12. BREACHES OF THE EQUAL OPPORTUNITIES POLICY 
 
12.1 The Association has a policy of zero tolerance as far as 

discriminatory practices and breaches of equal opportunities are 
concerned.     

 
12.2 Any allegations against a member of staff or Committee will 

therefore be investigated thoroughly by the Association’s Director.  
If the allegation is made against the Director, the investigation will 
be conducted by the Chairperson and the most senior officer not 
directly involved.  

                                         
4 Shaping up for Improvement, July 2009 
5 An exception to this will be in applications for employment so that we can show 
compliance with the Employment Equality (Religion or Belief) Regulations 2003 and 
the Employment Equality (Sexual Orientation) Regulation 2003 
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12.3 Before the investigation begins, the Association will seek advice 
from Employers in Voluntary Housing.  Unless there is very good 
reason not to, the advice of EVH will be followed.  It is also 
advisable to contact the Association’s solicitor.  Such contact 
should be made on same or next working day that the complaint 
is first made unless there are exceptional circumstances why this 
cannot be done – in such instances, a full written record outlining 
the reasons for any delay will be placed on file and communicated 
to the complainant. 

 
12.4 The member(s) of staff/Committee member(s) should be advised 

of the allegations and informed of what action the Association is 
planning to take by way of investigation.  They should also be 
advised to contact an independent representative, such as a 
solicitor or Trade Union representative.  Depending on the advice 
from the Association’s solicitor and/or EVH, it may be necessary 
to suspend the member of staff on full pay until any investigation 
has been concluded. 

 
12.5 The Association’s disciplinary procedures should then be used.  
 
12.6 If the allegation is against a resident of the Association’s property, 

the Depute Director should ensure that the solicitor is contacted 
for advice (as there may be tenancy implications under certain 
circumstances).  Where we feel there has been a breach of 
tenancy, the Association will take steps to end the tenancy 
through the normal channels.  If applicable, the complainant will 
be offered re-housing – please see the allocations policy.  

 
 
13. POLICY REVIEW 
 
13.1 As a strategic document, the Association's Equal Opportunities 

Policy would normally be reviewed every three years.  However, 
given that the Equality Bill is expected to become law in 2011, the 
next review will take place in August of that year.  This review will 
include an analysis of the priority areas of the Association's 
activities that have been monitored in the previous years.  Any 
weaknesses or failings in the Association's practices will be 
addressed in the revised policy commitment. 

 
13.2 The review will also take account of: 

 
• legislative changes 
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• best practice guidance 
• regulatory requirements 
• the views of residents/staff/partner organisations  
• performance of the Association 

 
13.3 As an operational document, the Equality Plan will be reviewed 

on an annual basis. 
 
 
 
 
 


