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EQUALITY, DIVERSITY AND INCLUSION (EDI) 

POLICY  
 

AIM  

 

At Hafod we are committed to ensuring that we embrace and promote processes, 

policies, and ways of working that enable our customers and colleagues to be 

themselves and be treated with respect, consideration, and compassion at all 

times.  

 

We aim for our workforce to be truly representative of our communities and our 

customers and that all interactions with the organisation are free from 

discrimination and bias.  

 

1.0 POLICY STATEMENT 

 

As an organisation we are on a journey that embraces equality, diversity and 

inclusion for our customers and communities alongside the colleagues and teams 

that work across Hafod.   

 

Accommodating difference, welcoming individuality, and creating positive 

environments where people can be their true selves and feel able to shine and 

flourish is essential for so many reasons.  

 

Our mission is clear. We are about making lives better and putting our customers 

and communities first. These values are already essential and represent our ways 

of working and the delivery of services and homes for so many people.   

 

Ensuring that there is a true shift towards breaking down some of the 

societal, organisational and infrastructure traditions or norms that do not go far enough 

in tackling inequalities requires challenge and focused attention and that is 

what Hafod are committed to doing. To achieve this, we have a strategic focus on 

Equality, Diversity, and Inclusion, making it a focus of everything we do with a focus 

on:  

 

• Enabling a diverse and inclusive organisation where the status quo is 

subject to meaningful and constructive challenge to ensure inclusive 

practices are in place for customers and colleagues  

• Enabling a diverse and inclusive organisation which improves outcomes 

for customers, colleagues, communities and the wider society  
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• Playing our part to deliver a positive shift in societal norms where 

structural inequalities are dismantled  

• Take positive action by setting out an annual action plan and publicising 

the progress we have made 

 

2.0 POLICY PURPOSE  

 

The purpose of this policy is to: 

 

• Ensure that we provide equality, fairness, and respect for all customers 

and colleagues 

• Ensure that we do not unlawfully discriminate customers or colleagues in 

line with 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, and sexual orientation 

• Oppose and avoid all forms of unlawful discrimination in our customer and 

colleagues' policies and processes   

The organisation commits to:  

 

• Developing a culture in which equality; diversity; and inclusion are 

genuinely valued and underpins everything we do 

 

• Creating 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 colleagues are 

recognised and valued.  
 

This commitment includes training managers and all other colleagues 

about their rights and responsibilities under the equality, diversity, and 

inclusion policy. Responsibilities include colleagues taking responsibility to 

help the organisation provide equal opportunities in employment, and 

prevent bullying, harassment, victimisation, and unlawful discrimination. 
 

Ensure all colleagues understand they, as well as Hafod, can be held liable 

for acts of bullying, harassment, victimisation, and unlawful discrimination, 

in the course of their employment, against fellow colleagues, customers, 

suppliers and the public 
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• Taking seriously complaints of bullying, harassment, victimisation and 

unlawful discrimination by fellow colleagues, customers, suppliers, visitors, 

the public and any others during the organisation’s work activities. 
 

Such acts will be dealt with as misconduct under the organisation’s 

grievance and/or disciplinary procedures, and appropriate action will be 

taken. Particularly serious complaints could amount to gross misconduct 

and lead to dismissal without notice. 
 

Further, sexual harassment may amount to both an employment rights 

matter and a criminal matter, such as in sexual assault allegations. In 

addition, harassment under the Protection from Harassment Act 1997 – 

which is not limited to circumstances where harassment relates to a 

protected characteristic – is a criminal offence. 

 

• Ensuring there are opportunities for training, development, knowledge 

sharing and progress available to all colleagues, 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. 

 

• Making certain that decisions concerning colleagues are based on merit 

(apart from in any necessary and limited exemptions and exceptions 

allowed under the Equality Act). 

 

• Reviewing employment practices and procedures, when necessary, to 

ensure fairness, and update them and the policy to take account of 

changes in the law. 

 

• Being effective in sending out strong, clear messages to a diverse range of 

audiences about our commitment to diversity and we achieve action plans 

in relation to external accreditations and audits. 

 

• Monitoring the make-up of the workforce regarding information such as 

age, sex, ethnic background, sexual orientation, religion or belief, and 

disability in encouraging equality, diversity and inclusion, and in meeting 

the aims and commitments set out in the equality, diversity and inclusion 

policy. 
 

Monitoring will also include assessing how the equality, diversity and 

inclusion policy, and any supporting action plan, are working in practice, 

reviewing them annually, considering and taking action to address any 

issues, and communicate the outcomes where reasonable. 
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The equality, diversity and inclusion policy is fully supported by the Executive 

team and Board members. 

 

Details of the organisation’s grievance and disciplinary policies and procedures 

can be found at My Hafod under Policies, and on our intranet. This includes how 

and with whom colleagues should raise concerns. 

 

Use of the organisation’s grievance and/or disciplinary procedures does not 

affect a colleagues’ right to make a claim to an employment tribunal within three 

months of the alleged discrimination. 

 

We expect all Board Members, the Executive team, and colleagues to comply with 

this policy. 
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STATUS BOX FOR DRAFT POLICIES 

 

Name of Policy Equality, Diversity, and Inclusion 

Version Number 1.0 

Date Approved  

Date Launched  

Date Reviewed  

Date of next review  

Policy owner  

 

Equality, Diversity, and Inclusion  

 

THIS POLICY APPLIES TO: 

 

All Hafod colleagues and Board Members, unless agreed otherwise between 

Hendre and the appropriate member. 

 

For the purposes of this policy all Group members will be referred to 

collectively as “the Hendre Group.” 

 

For the avoidance of doubt this policy does not form part of any employee’s 

contract of employment and may be amended from time to time. 

 

Colleagues should refer to their individual contract of employment for details of 

their employer and contractual benefits.  In the event of any inconsistency 

between the policy and any provisions in your contract of employment, the 

terms of the contract will prevail. 

 

It is the responsibility of colleagues to comply with this Policy. Failure to do so 

or abuse of this policy may result in disciplinary action. 
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Where an employee has questions about and/or needs clarification of any 

aspect of this policy, the employee should check with their line manager or 

the HR team. Where appropriate, training will be provided in the policy and 

procedure to ensure knowledge, compliance, and best practice across the 

organisation 

This policy will be regularly reviewed to ensure the organisation’s policy and 

practices remain effective, are up to date with legislative and regulatory 

changes, reflect good practice and capable of supporting the organisation’s 

objectives 

  

THIS POLICY CROSS REFERENCES TO: 

 
Dignity at Work Policy 
Equality and Diversity Policy 
Code of Conduct Policy 
Raising Concerns at Work Policy 
Disciplinary Policy 
Maternity, Paternity, Adoption and Shared Leave 
Data Protection 
Recruitment and Selection Policy 
Safeguarding and Protection of Adults 
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EQUALITY, DIVERSITY, AND INCLUSION 

PROCEDURE 

 

2.0 KEY DEFINITIONS  

Equality, Diversity, and Inclusion ensures fair treatment and opportunity for all. It 
aims to eradicate bias and discrimination based on an individual or group of 
individual's protected characteristics. The following table covers the variations of 
Equality, Diversity and Inclusion and their definitions. 
 

Term Definition 

Protected 

Characteristics 

As defined by the equality Act 2010, there are 9 protected 

Characteristics: Age, disability, gender reassignment, 

sexual orientation, marriage and civil partnership, 

pregnancy and maternity, race, religion and belief, and sex. 

Please see the separate table below for definitions of these 

characteristics. 

Direct 

Discrimination 

Direct discrimination occurs when someone is treated less 

favourably than another person because of a “Protected 

Characteristic” they have or are thought to have (see 

perception discrimination below), or because they 

associate with someone who has a “Protected 

Characteristic” (see discrimination by association below). 

Discrimination by 

Association 

This is direct discrimination against an individual because 

they associate with another person who possesses a 

“Protected Characteristic.” 

Perception 

Discrimination 

This is direct discrimination against an individual because 

others think they possess a particular Protected  

Characteristic It applies even if the person does not 

actually possess that characteristic.  

Indirect 

Discrimination 

Indirect discrimination can occur when you have a 

condition, rule, policy or even a practice in your 

organisation that applies to everyone but particularly 

disadvantages people who share a “Protected 

Characteristic” 

Reasonable 

Adjustments 

In law, adjustments have to be reasonable and 

proportionate and need not be excessive. 
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2.1 PROTECTED CHARACTERISTIC DEFINITIONS 

 

The Equality Act 2010 currently identifies nine distinctive characteristics as 
protected characteristics. These are the characteristics where evidence shows 
there is still considerable discrimination in both the workplace and wider society. 
Over the years the Act has evolved due to case law with the impact of this 
resulting in some improvement, however there is still a long way to go. 
 

Term Definitions 

Age Means a person or persons belonging to a particular age 

group. An age group includes people of the same age and 

people of a particular range of ages. Where people fall in 

the same age group, they share the protected 

characteristics of age. 

Disability Within the Act, a person has a disability if they have a 

physical or mental impairment, and the impairment has a 

substantial and long-term adverse effect on their ability to 

Harassment Harassment is “unwanted conduct related to a relevant 

“Protected Characteristic,” which has the purpose or effect 

of violating an individual’s dignity or creating an 

intimidating, hostile, degrading, humiliating or offensive 

environment for that individual.” 

Harassment applies to all “Protected Characteristics” 

except for pregnancy and maternity, and marriage and civil 

partnership. Colleagues will now be able to complain of 

behaviour they find offensive even if it is not directed at 

them, and the complainant need not possess the relevant 

characteristic themselves. Colleagues are also protected 

from harassment because of perception and association 

 

Victimisation Victimisation occurs when a colleague is treated badly 

because they have made or supported a complaint; or 

raised a grievance under the Equality Act; or because they 

are suspected or doing so. A colleague is not protected 

from victimisation if they have maliciously made or 

supported an untrue complaint. 

There is no longer a need to compare treatment of a 

complaint with that of a person who has not made or 

supported a complaint under the Act. 



 

Equality, Diversity, and Inclusion, V3  9 
 

perform normal day-to-day activities. For the purposes of 

the Act, these words have the following meanings: 

‘Substantial’ means more than minor or trivial. 

‘Long-term’ means that the effect of the impairment has 

lasted or is likely to last for at least twelve months (there 

are special rules covering recurring or fluctuating 

conditions). 

‘Normal day-to-day activities’ includes everyday things like 

eating, washing, walking, and going shopping. 

People who have had a disability in the past that meets this 

definition are also protected by the Act. 

Ethical Veganism In January 2020, an employment tribunal found that ethical 

veganism was a philosophical belief and therefore comes 

under the scope of legal protection of the Equality Act 

2010. Ethical veganism is not just about choices of diet, but 

is where the person has chosen to live, as far as possible, 

without the use of animal products - for example in what 

they wear, what personal care products they use and in 

their hobbies.  

Progressive 

conditions 

considered to be 

a disability 

There are additional provisions relating to people with 

progressive conditions. People with HIV, cancer or multiple 

sclerosis are protected by the Act from the point of 

diagnosis. People with some visual impairments are 

automatically deemed to be disabled. Where people share 

the same disability, they share the protected 

characteristics of disability. 

Gender 

Reassignment 

This is defined for the purpose of the Act as where a 

person has proposed, started, or completed a process to 

change his or her sex. A transsexual person has the 

protected characteristics of gender reassignment. 

A woman making the transition to be a man and a man 

making the transition to be a woman both share the 

characteristic of gender reassignment regardless of where 

they are in the transition process. 

The Act no longer requires a person to be under medical 

supervision to be protected; therefore, a woman who 

decides to live as a man, or a man who decides to live as a 
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woman but does not undergo any medical procedures 

would be covered. 

 

If transsexual persons propose to undergo, are undergoing 

or have undergone gender reassignment, then it would be 

discrimination to treat them less favourably for a work 

absence than if they were absent due to illness or injury. 

Marriage and 

Civil Partnership 

In the Equality Act, marriage and civil partnership means 

someone who is legally married or in a civil partnership. 

Marriage and Civil partnerships can either be between a 

man and a woman, or between partners of the same sex. 

The Equality Act states no one should be discriminated 

against in employment because they are married or in a 

civil partnership. 

People do not have this characteristic if they are: 

• Single 

• Living with someone as a couple neither married nor 

civil partners. 

• Engaged to be married but not married. 

• Divorced or a person whose civil partnership has 

been dissolved. 

Pregnancy and 

Maternity 

A woman remains protected in her employment during the 

period of the pregnancy and any statutory maternity leave 

to which she is entitled. This is now separate from 

protection on grounds of sex, which is not available to a 

woman during her pregnancy and maternity. It is unlawful 

to consider a colleague’s period of absence due to 

pregnancy related illness when taking a decision about her 

employment. 

Race For the purposes of the Equality Act ‘race’ includes 

nationality and ethnic or national origins. People who have 

or share characteristics, of colour nationality or ethnic or 

national origins can be described as belonging to a 

particular racial group. 

Examples: 

• Colour includes black or white. 
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• Nationality includes (for example) being a British, 

Australian or Swiss Citizen (as examples) 

• Ethnic or national origins include (for example) being 

from a Roma background or of Chinese heritage. 

• A racial group could be ‘Black Britons’ which would 

encompass those people who are both black and 

who are British citizens. 

Religion or Belief This covers people with religious or philosophical beliefs. 

To be considered a religion within the meaning of the 

Equality Act, it must have a clear structure and belief 

system. 

The Act includes the following examples: 

The Baha ‘I’ faith, Buddhism, Christianity, Hinduism, Islam, 

Jainism, Judaism, Rastafarianism, Sikhism and 

Zoroastrianism. 

To be considered a philosophical belief for the purposes of 

the Act, it must be: 

“Genuinely held; be a belief and not an opinion or 

viewpoint; be a belief as to a weighty and substantial 

aspect of human life and behaviour; attain a certain level of 

cogency, seriousness, cohesion and importance; and be 

worthy of respect in a democratic society, compatible with 

human dignity and not conflict with the fundamental rights 

of others.” 

The Act cites as examples of philosophical beliefs: 

Humanism, Atheism and most recently Ethical Veganism 

A cult involved in illegal activities would not satisfy these 

criteria nor would allegiance to a particular football team. 

People who are of the same religion or belief share the 

protected characteristic of religion or belief. 

Sex (formerly 

gender) 

For the purposes of the Act, sex means being a man or a 

woman. Men share the sex characteristics with other men 

and women with other women 

Sexual 

Orientation 

This is defined in the Act as a person’s sexual orientation 

towards: 
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• People of the same sex as him or her (in other words 

the person is a gay man or a lesbian). 

• People of the opposite sex from him or her (the 

person is heterosexual). 

• People of both sexes (the person is bisexual) 

People sharing a sexual orientation mean that they are of 

the same sexual orientation and therefore share the 

characteristics of sexual orientation. 

 
 

2.2 ROLES AND RESPONSIBILITIES 

Below is a list of key groups involved in the delivery of this policy. 

 

Role Responsibility 

Hafod Board Leading a strategic focus on Equality, Diversity, and 

Inclusion throughout Hafod and ensuring that processes 

are in place to monitor and report on progress.  

Executive Team Overall accountability and responsibility for ensuring that 

Hafod meet its legal obligations.  

Leads by example, and fosters an environment that is free 

of discrimination and encourages fair treatment 

All Colleagues Takes individual responsibility for ensuring that the 

requirements of the Equality Act 2010 are met  

EDI Steering 

group 

Championing the EDI agenda across Hafod with 

accountability for:           

1. Setting out and delivering the annual action plan 

 2. Reporting progress of the group internally and 

externally  

 3. Improving awareness of EDI matters across Hafod.  

EDI Champions 

Group 

Championing the EDI agenda across Hafod with 

accountability for:  

1.  Sharing knowledge of EDAI within their own 

business areas 

2. Shaping the annual action plan 

3. Promoting EDI activity across own business area 
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4. Supporting colleagues on EDI matters to promote 

inclusivity.  
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3.0 RESPONSIBILITIES AND ACTIONS 

 

3.1 EXTERNAL ACCREDITATIONS 

As part of Hafod’s commitment towards best practice in equality, diversity, and 

inclusion, we will actively seek to undertake external accreditation, audits, and 

assessments, such as the Tai Pawb and Time to Change accreditation 

programmes. We will use outcomes of such assessments to inform our actions 

and priorities relating to equality, diversity, and Inclusion and in the formulation of 

a practical action plans 

 

3.2 EQUALITY, DIVERSITY, AND INCLUSION ACTION PLAN 

The Equality, Diversity and Inclusion policy is accompanied by an Equality 

Diversity and Inclusion Action Plan, and this action plan will outline our 

objectives, priorities, and the outcomes we want to achieve.  

 

3.3 INDIVIDUAL RESPONSIBILITY 

We expect Colleagues to keep themselves informed of what is happening in 

Hafod and locally in the areas in which they work and make them responsible for 

making any issues of concern or interest known to their management teams 

through appropriate training. 

 

3.4 POLICY AND PROCEDURE AWARENESS AND UNDERSTANDING 

In the delivery of the policy and procedure, we will use plain language as far as 

possible, we will ensure all colleagues receive a copy of the Equality, Diversity, 

and Inclusion Policy, as part of their induction and have access to the latest 

version on MyHafod and the intranet. 

 

We will provide our customers with copies of the Equality, Diversity, and Inclusion 

Policy on request, in an appropriate format. 

 

3.5 BREACHES AND NON-COMPLIANCE WITH THIS POLICY 

The Group will take a strict approach to breaches of this policy, which will be 

dealt with in accordance with our Disciplinary Policy and Procedure. Serious 

cases of discrimination or harassment may be treated as gross misconduct which 

could, if proven, result in a colleague’s dismissal without notice.  

 

Any colleague who believes that they have suffered discrimination is encouraged 

to raise the matter in accordance with our Raising Concerns at Work Policy and 

Procedure. Complaints will be treated in confidence and investigated as 

appropriate.  
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Colleagues must not be victimised or retaliated against because of complaining 

about discrimination. However, making false allegations or complaints maliciously 

or in bad faith will be treated as misconduct and dealt with under our Disciplinary 

Policy and Procedure. 

 

3.6 RECRUITMENT AND SELECTION 

Recruitment, promotion, and other selection exercises such as redundancy 

selection will be conducted based on merit, against objective criteria that avoid 

discrimination. Shortlisting should be done by more than one person if possible 

and vacancies should generally be advertised to a diverse section of the labour 

market. Adverts should avoid stereotyping or using wording that may discourage 

particular groups from applying.  

 

Job applicants should not be asked questions which might suggest an intention 

to discriminate on the ground of a Protected Characteristic. For example, 

applicants should not be asked if they are pregnant or planning to have children.  

 

Job applicants should not be asked about health or disability before they are 

offered a role, except in the limited circumstances allowed by law (e.g., checking 

that an applicant could perform an intrinsic part of the job (allowing for 

reasonable adjustments to be made) or to see whether any adjustments might be 

needed at interview because of a disability). Where necessary, job offers may be 

made conditional on a satisfactory medical check. Health or disability questions 

may be included in equal opportunities monitoring forms, but these must not be 

used for selection or decision-making purposes. 

 

PART-TIME AND FIXED-TERM WORK  

Part-time and fixed-term colleagues should be treated the same as comparable 

full-time and permanent colleagues and enjoy no less favourable terms and 

conditions (on a pro rata basis if appropriate) unless different treatment is 

justified. 

 

3.7 TRAINING 

All colleagues will receive training on Equality, Diversity, and Inclusion as part of 

their induction to the organisation, and at three yearly refresher intervals 

thereafter. The training may be delivered either as an e-learning or classroom 

based. Managers / Champions will also receive additional training to help them to 

understand their responsibilities in embedding a culture of equality, diversity, and 

inclusion within their teams. Hafod will also provide additional training on specific 

issues or to specific groups of colleagues, as and when deemed necessary. 

 

3.8 PROCUREMENT  
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Hafod is committed to delivering a fair and transparent Procurement Strategy 

which ensures that customers are involved in the selection process for our 

contractors and suppliers and that we advertise procurement opportunities 

openly and that we set fair, honest, and non-discriminatory scoring criteria. It will 

be a requirement, for any contractors that we work with, for them to have 

appropriate Equality, Diversity, and Inclusion policies in place, and for their staff 

to be appropriately trained in Equality, Diversity, and Inclusion. This is to ensure 

that Hafod customers receive the same standards of service from a contractor, as 

they would receive from Hafod staff. 

 

3.9 REPORTING 

Hafod seeks to capture relevant information relating to equality, diversity, and 

inclusion from both its colleagues and customers, in accordance with GDPR 

(General Data Protection Regulation). Relevant information will refer to the 

protected characteristics outlined in the Equality Act 2010, and will include the 

make-up of our communities, customers, and colleagues. This information will 

help us to understand our progress against action plans, and to identify areas 

where further action e.g., to address under-representation, may be needed. 

 

Reports will be issued to the Hafod Board, a minimum of twice a year, regarding 

key equality and diversity issues, such as training, progress on action plan, any 

breaches of EDI and any other relevant matters. 

 

5.0 RELATED GUIDANCE 

 

• Equality Act 2010 

https://www.gov.uk/guidance/equality-act-2010-guidance 

• Government Equalities Office 

https://www.gov.uk/government/organisations/government-equalities-office 

• Equality and Human Rights Commission 

www.equalityhumanrights.com/en 

• Equality and Human Rights in Wales 

https://www.equalityhumanrights.com/en/commission-wales/about-

commission-wales 

• Guidance for small businesses and human rights 

https://www.equalityhumanrights.com/en/advice-and-guidance/guidance-

small-businesses-and-human-rights 

• Equality and Human Rights Commission in Wales  

https://www.equalityhumanrights.com/en/commission-wales/about-

commission-wales 

• Report Hate Crime 

https://www.gov.uk/report-hate-crime 

https://www.gov.uk/guidance/equality-act-2010-guidance
https://www.gov.uk/government/organisations/government-equalities-office
http://www.equalityhumanrights.com/en
https://www.equalityhumanrights.com/en/commission-wales/about-commission-wales
https://www.equalityhumanrights.com/en/commission-wales/about-commission-wales
https://www.equalityhumanrights.com/en/advice-and-guidance/guidance-small-businesses-and-human-rights
https://www.equalityhumanrights.com/en/advice-and-guidance/guidance-small-businesses-and-human-rights
https://www.equalityhumanrights.com/en/commission-wales/about-commission-wales
https://www.equalityhumanrights.com/en/commission-wales/about-commission-wales
https://www.gov.uk/report-hate-crime
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• The Vegan Society Supporting veganism in the workplace guide to 

employers 

https://www.vegansociety.com/sites/default/files/uploads/downloads/TVS%

20Employer%20Booklet.pdf 

 

 
 

 

https://www.vegansociety.com/sites/default/files/uploads/downloads/TVS%20Employer%20Booklet.pdf
https://www.vegansociety.com/sites/default/files/uploads/downloads/TVS%20Employer%20Booklet.pdf

