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Rochdale Women’s Welfare Association

EQUALITY, DIVERSITY AND INCLUSION POLICY

1. Introduction

Rochdale Women’s Welfare Association (RWWA) is a ‘by and for’ organisation which
exists to provide services to women, children and young people experiencing or at
risk of domestic abuse.

The objective justification for the provision of a service provided by women for
women is the recognition of the gendered nature of domestic abuse and the need for
specialist services which provide safe spaces for women and children to recover
from the trauma of abuse. We are particularly focused on the ensuring that the rights
of Black and Minoritised, immigrant, refugee and asylum-seeking women and girls to
support and services are upheld.

We identify and positively support service users’ needs around culture, language and
faith.

RWWA recognises that many individuals and communities experience unlawful and
unfair discrimination and oppression. The Equality Act 2010 sets out the following
“protected characteristics”:

e Age

e Disability

e Gender reassignment

e Marriage and civil partnership
e Pregnancy and maternity

e Race

e Religion and belief

e Sex

e Sexual orientation.

Under the Act RWWA is not allowed to discriminate, harass or victimise another
person because they have any of the protected characteristics. There is also
protection against discrimination where someone is perceived to have one of the
protected characteristics or where they are associated with someone who has a
protected characteristic.
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e Discrimination means treating one person worse than another because of a
protected characteristic (known as direct discrimination) or putting in place a rule or
policy or way of doing things that has a worse impact on someone with a protected
characteristic than someone without one, when this cannot be objectively justified
(known as indirect discrimination).

e Harassment includes unwanted conduct related to a protected characteristic which
has the purpose or effect or violating someone’s dignity or which creates a hostile,
degrading, humiliating or offensive environment for someone with a protected
characteristic.

e Victimisation is treating someone unfavourably because they have taken (or might
be taking) action under the Equality Act or supporting somebody who is doing so.

2. Policy Aims

RWWA believe that equality for all is a basic human right and actively opposes all
forms of unlawful and unfair discrimination. RWWA celebrates the diversity of society
and is striving to promote and reflect that diversity within our organisation. The
purpose of this policy is to promote fair and equal treatment for all employees,
volunteers, job applicants, service users, suppliers, contractors and visitors,
irrespective of any protected characteristics. RWWA will keep under review all of its
procedures and practices to ensure that, within the limitations of our service, no
individual or group is put at a disadvantage either directly or indirectly in any of its
activities.

RWWA is committed to making this policy effective and will regularly review and
monitor the results of this commitment.

RWWA is committed to:

e Preventing any form of direct or indirect discrimination in our employment practice,
in the governance of our organisation and in the delivery of our services, with the
exception of those which demonstrate a proportionate means of meeting our
legitimate aim of providing a woman only space to recover from the trauma of
domestic abuse.

e Creating an environment in which individual differences and the contributions of all
our staff, service users and trustees are recognised and valued.

e Creating a working environment that promotes dignity and respect to all. No form of
intimidation, bullying or harassment will be tolerated.

¢ Reflecting and respecting diversity in all aspects of our service provision with the
exception of those which demonstrate a proportionate means of meeting our
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legitimate aim of providing a woman only space to recover from the trauma of
domestic abuse.

3. Legislative and Regulatory Framework

RWWA is responsible for complying with all legislation against discrimination and
appropriate codes of practice, specifically:

e Health and Safety at Work Act 1974

e Employment Rights Act 1996 (as amended)

e Protection from Harassment Act 1997

¢ Human Rights Act 1998

e Working Time Regulations 1998 (as amended)
e Employment Act 2002

e Trade Union and Labour Relations (Consolidation) Act 1992
¢ Rehabilitation of Offenders Act 1974

e Fixed Term Employees Regulations 2002

e Equality Act 2010

e The Domestic Abuse Act 2021.

The above legislation protects individuals against direct discrimination, indirect
discrimination, harassment (which can include bullying and third-party harassment)
and victimisation because of their protected characteristic (age, disability, gender
reassignment, pregnancy and maternity, marriage or civil partnership status, race,
religion or belief, sex or sexual orientation). We use the following definitions of
these terms:

e Direct Discrimination: is treating a person less favourably because of a
protected characteristic (this also applies to discrimination by association or
perception).

e Indirect Discrimination: is applying criteria or practice equally to all people
but this has the effect of disadvantaging one group of people.

e Harassment: this is unwanted behaviour based on a protected characteristic
which affects the dignity of others.

e Victimisation: is treating a person less favourably because they have
asserted their rights under this policy or equality legislation (for example has
made, or assisted with a complaint).

e Bullying: this is unwanted behaviour, normally related to an abuse of power,
which is intended to hurt or injure the recipient. Bullying is only prohibited by
law where it takes place on one of the grounds listed above — in which case it
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is legally defined as harassment. However, the organisation treats all bullying
as a disciplinary issue.

4. Responsibilities

4.1 Employer’s Responsibilities

RWWA will:

¢ develop, implement and promote this Equality, Diversity and Inclusion (EDI) Policy

e ensure that all relevant policies including; dignity at work, recruitment, employment
and personnel policies are consistent with this EDI Policy

e ensure the policy is complied with at a practical level in recruitment and selection,
service delivery, training and development and general management

e collect and analyse equal opportunities monitoring information and formulate
actions to address gaps

e ensure that the equality and diversity policy is fully understood by all employees
e ensure that complaints are dealt with efficiently and effectively

e regularly review this EDI Policy.

4.2 Employees’ Responsibilities

All employees (including Trustees, management & staff and volunteers) have a
responsibility to:

e comply with this policy and ensure its consistent application on a day-to-day basis
e attend and participate in training on equality, diversity and inclusion

e bring any discriminatory behaviour to the attention of their line manager.

5. Planning

Equality, diversity & inclusion development and implementation will be incorporated
in RWWA's strategic planning process and address the development of equal
opportunities within all areas of RWWA work.

The particular needs of our service users in terms of language, literacy, digital skiils
and other communication needs are a particular focus of our planning processes and
practical management arrangements.
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EDI data collected (see section 11) will be used to identify any areas of under-
representation within the service user base, staff & volunteers and the composition
of our Board and to help develop appropriate plans and strategies to address.

6. Equality and Diversity in Employment
6.1 Aims in employment

RWWA aims to be an equal opportunities employer. Our aim is that the composition
of our workforce should reflect that of women in the community and the women we
support. We recognise the value of a diverse workforce in which women from
differing backgrounds, with different skills and abilities can bring new ideas to enable
us to deliver high quality services. Legislation also allows an employer to
undertake positive action initiatives where they can show the workforce is
under-represented by people form certain groups. Such initiatives could include
attracting and preparing particular types of candidates for vacancies — but would not
extend to offering them the position purely because of their personal characteristics
(as this would be positive discrimination, which is unlawful except as a potential
reasonable adjustment on the grounds of disability). The organisation commits to us
positive action initiatives if appropriate.

6.2 Recruitment and Selection

RWWA Recruitment and Selection Policy details the non-discriminatory practice in
the recruitment and selection process that all employees have a duty to follow.
Individuals involved in the recruitment and selection of staff will ensure that this
Policy is adhered to and that:

e A carefully worded and objective job description/person specification is
produced for all vacancies, outlining the essential skills, knowledge and
experience required.

e Job advertisements are agreed by RWWA and circulated to encourage
applications from all sections of the community.

e No questions are asked of applicants about disability or health conditions prior
to any job offer (except where is permitted by law).

e Shortlisting is based on objective criteria relevant to the job.

e Selection decisions are made by suitable trained staff, purely on the basis of
merit, and reasons for decisions are recorded.

Page 6 of 12



6.3 Developing and Retaining Staff

RWWA Support and Supervision and Appraisal Policies provide the framework for
RWWA to identify training and development needs on an ongoing basis with all
members of staff. All employees are encouraged to achieve their full potential.

RWWA Appraisal Policy and procedures exist to ensure that resources are allocated
in a fair and objective way.

RWWA Learning and Development, Training, and Managing Absence Policies have
also been developed to ensure that development opportunities and support are
available to all staff and are managed in a fair and transparent manner.

6.4 Dignity at Work

RWWA Dignity at Work Policy has been developed to provide a working environment
which is free from harassment, bullying or intimidation. Such behaviour by any
member of staff may result in disciplinary action under the terms of RWWA
Disciplinary Policy, which could result in dismissal.

As far as possible the organisation will try to meet the needs of individuals at work.
For example:

e Caring and domestic responsibilities — time off may be appropriate to allow
staff to undertake caring roles to help them balance their home and work
responsibilities.

e Work patterns — wherever possible training courses and meetings should be
planned to allow attendance by part time staff.

e Disability — staff with disabilities and service users with disabilities should be
consulted about any reasonable adjustments which could be made to allow
them to better perform their functions.

e Religious practices — it may be necessary to provide time off for prayer or
religious festivals or relax dress standards to meet religious needs.

7. Equality in Service Provision
7.1 Aims in Service Provision

RWWA provides support services to women, children and young people who have
been affected by domestic abuse.

RWWA recognises that women, children and young people may have differing needs
because of their age, disability, gender reassignment, marriage and/or civil
partnership choices, pregnancy and/or maternity, race, religion and/or belief, sex,
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sexual orientation, transgender and/or intersex identity, HIVV/Aids status, caring
responsibilities and/or Trades Union membership. RWWA provides support to any
child affected by domestic abuse and to adult women. We recognise that anyone can
be a victim of domestic abuse and we will treat anyone not eligible for a service from
RWWA with dignity and respect and will support them to access the right service for
them.

RWWA will treat all users of our service with dignity and respect and will work to
ensure that they are provided without discrimination, harassment or victimisation.

7.2 Partnership

RWWA will work actively and positively in partnership with other agencies to ensure
that information, support and accommodation services can be provided equitably to
meet the diverse needs of women, children and young people who have experienced
domestic abuse.

We will work with colleagues and other organisations who provide safe services to
anyone not eligible for a service from RWWA to address gaps in service provision in
Rochdale and the Greater Manchester area and to promote the accessibility of the
widest range of specialist domestic abuse services.

7.3 Consultation

RWWA will consult with service users in the review and development of services,
policies and procedures.

7.4 Communication

RWWA will work to communicate effectively using a range of methods and where
possible supply appropriate information material in different formats and languages.

7.5 Complaints

RWWA will ensure that our Complaints Policy and Procedure is easily accessible
and provides information on organisations providing advice in making a complaint.
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8. Equality in Governance
8.1 Aims in Governance

RWWA aims for diversity in the membership of its Board to reflect women in society.
RWWA wishes to ensure that a diversity of experience, identity and opinion is
represented.

8.2 Information

RWWA Memorandum and Articles of Association and Constitution detail the non-
discriminatory practice in recruitment and election of Board.

8.3 Recruitment

The Board of RWWA will pro-actively encourage women from under-represented
groups in society to stand for election. The Board will address equality and diversity
in its membership through its annual review and subsequent action plan.

8.4 Training and support

RWWA will provide support to Trustees to enable them to fulfil their responsibilities
as Trustees.

8.5 Meetings

As far as possible, decision making will be made during formal meeting structures to
ensure all Trustees have the opportunity to be involved in discussion and decision.
Any decisions made outside of normal protocols will be governed by the
circumstances outlined in the Memorandum and Articles of Association and the
Constitution.

Meetings will be minuted and approved and all decisions correctly recorded.

Meetings of the Board will be held in venues that are accessible to all members.
Dates and times of meetings will be agreed annually in advance.

9. Complaints
9.1 Service Delivery

Complaints in relation to a service provided by RWWA will be dealt with under
RWWA Complaints Policy.
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9.2 Employment

RWWA employees who feel they have been unfairly discriminated against in respect
of their employment should raise this in the first instance with their line manager.

If an employee does not feel the issue has been dealt with to their satisfaction it can
be dealt with formally under RWWA Grievance Procedure.

10. Training and Information

All RWWA staff will receive a copy of the Equality and Diversity Policy and their role
in implementing the policy will be fully explained and any training requirements
addressed as part of their induction programme.

11. Monitoring and Review

RWWA recognises that genuine equality of opportunity can only be assessed by
monitoring what is actually happening and then using this information to modify and
improve our future action plans, policies and procedures.

RWWA support workers are responsible for ensuring that equalities data for women
and children using our services is collected and recorded appropriately.

RWWA administrators are responsible for ensuring that equalities data in recruitment
is collected and recorded appropriately.

RWWA management team is responsible for reporting on service user and
employment equalities data annually to the Board.

RWWA Board is responsible for monitoring service user and employment equalities
data annually.

RWWA will review this policy every two years or when there are relevant changes in
legislation or circumstances. Feedback on the workability or otherwise of this policy
is welcomed, comments should be made in writing to the CEO, RWWA.

12. Summary

Rochdale Women'’s Welfare Association is committed to encouraging equality and
diversity among our workforce, and eliminating unlawful discrimination in the
workplace and the community.

We aim for all employees, service users, volunteers and trustees to feel respected
and able to give their best.
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The organisation - in providing services and facilities - is also committed against
unlawful discrimination of service users or the public.

The policy’s purpose is to:

e provide equality, fairness and respect for all in our employment, whether
temporary, part-time or full-time

e not unlawfully discriminate because of the Equality Act 2010 protected
characteristics of age, disability, gender reassignment, marriage and civil
partnership, pregnancy and maternity, race (including colour, nationality, and
ethnic or national origin), religion or belief, sex (gender) and sexual orientation

e 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, and selection for employment, promotion, training or other
developmental opportunities.

e The organisation commits to:

e encourage equality and diversity in the workplace as they are good practice
and make business sense

e 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 staff and
volunteers about their rights and responsibilities under the equality policy.
Responsibilities include staff conducting themselves to help the organisation
provide equal opportunities in employment, and 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

e take seriously complaints of bullying, harassment, victimisation and unlawful
discrimination by fellow employees, service users, 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 any appropriate action will be taken.
Particularly serious complaints could amount to gross misconduct and lead to
dismissal without notice.
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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

e 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

e decisions concerning staff being based on merit (apart from in any necessary
and limited exemptions and exceptions allowed under the Equality Act)

e review employment practices and procedures when necessary to ensure
fairness, and also update them and the policy to take account of changes in
the law

e monitor the make-up of the workforce regarding information such as age,
gender, ethnic background, sexual orientation, religion or belief, and disability
in encouraging equality and diversity, and in meeting the aims and
commitments set out in the equality policy. Monitoring will also include
assessing how the equality policy, and any sporting action plan, are working in
practice, reviewing them annually, and considering and taking action to
address any issues.

Use of the organisation’s grievance and/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.
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