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Foreword 
This Equality Scheme explains how MVHA will ensure fairness, accessibility and transparency in every aspect of our work. Equality and diversity is a central and essential part of our objectives and is part of everything that we do.
This document brings together the work we have done with our residents and partners, toward encouraging acceptance, raising awareness and increasing understanding within our community. It also outlines our legal obligations and duties that help to increase and promote equality of opportunity and aim to tackle discrimination and harassment.
Our Equalities Scheme sets out what actions MVHA will take
· as a service provider – to ensure everything we do takes into account the needs of people with disabilities, those of different racial groups, and those who may be subject of differential treatment because of their gender

· as an employer – for recruiting, developing and retaining employees from a diverse population and ensuring that there is open access to the full range of employment opportunities
· as an organisation - across all areas of operations, to monitor our performance on embedding equality and diversity into everything we do. 
We will use a range of methods to collect information and feedback into this process.
Our Single Equality Scheme has been reviewed by MVHA’s Inclusion Group made up of staff and resident representatives who will help to monitor the scheme through the action plan. We are committed to the successful implementation of this Scheme to ensure that equality and diversity principles are embedded into everything we do.
David Searle

Managing Director

Anne Howarth

MVHA Board Member and 

Board Equality & Diversity Champion

Introduction 

Mole Valley Housing Association owns and manages over 3,800 homes in Surrey. MVHA’s slogan is ‘Homes to be proud of’ and our core purpose is to improve people’s life chances through providing homes for our diverse community, quality services that meet local residents needs and support and investment in sustainable communities.  We are part of the Circle Group.

To deliver the vision and core purpose, we have developed core values as an agreed set of standards of how we work with other members of the Circle Group and with our customers. These are

	Integrity - deliver what we promise 
Inclusive - working together

Quality - strive for excellence, efficiency, professionalism
	Caring - socially responsible, friendly, supportive

Innovative - open minded, forward thinking and creative 
Trust - open, fair, accountable


As part of Circle our core purpose is to enhance life chances. Life Chances are the opportunities each individual has to improve his or her quality of life and are linked to a person’s social situation.
The opportunities refer to how much access people have to things like food, clothing, shelter and health care. The sociologist, Max Weber, identified three elements which determine a person’s life chances; economic factors, status and power. We are committed to enhancing ‘life chances’. We aim to provide facilities, training and education, safe environments and sustainable housing to all our residents.

How are MVHA and Circle enhancing life chances?

We provide good homes and reliable services and are helping to support sustainable communities in the areas in which we operate.
Our community development activities are key to enhancing resident's life chances. Our themes for investment are based on our Sustainable Communities Strategy themes of children and young people, safer and stronger communities, economic and environment and health and older people. 
There are many examples where Circle and MVHA has helped someone to reach their potential or changed someone’s life by providing them with the services and support they need at the time.

At MVHA we have supported many organisations and activities during 2009 to enhance our residents’ life chances including working with
· WEA (Workers’ Education Association) to provide courses for residents from introduction to computers to exercise classes
· SurreySave on setting up a credit union for the area

· Age Concern to provide Healthy Eating Courses for our sheltered residents

· Residents holding fun days and events across our estates

· Local schools to provide respect handbook for pupils

· Mole Valley District Council to provide free swimming for children under 16 years old
· Maintenance contractors to provide work experience for residents
Our Commitment

We recognise that residents and staff experience discrimination, harassment and victimisation on a daily basis as a result of their race, disability, age, gender sexual orientation, religion or belief. 
We do not accept that inequality should be a part of everyday life and this equality scheme outlines our commitment to ensuring a fair and equal service for all. 
We will 

· listen to the views of all individuals and groups and will respond to their needs

· tackle inequalities that exist within Mole Valley
MVHA aims to become a leading player in our community when it comes to Equality and Diversity. We will encourage and work with all our partners, particularly Mole Valley District Council, Surrey County Council and Surrey Police as well as
· Residents’ Groups

· Mole Valley Local Strategic Partnership (LSP) 
· Mole Valley Crime and Disorder Reduction Partnership (CDRP)
· Links partnership
· Local schools and Children’s’ Centres
· Health Service

· Voluntary Groups for example Be@ttitude, Bspoke Project, Neighbourhood Watch

· Surreysave – Credit Union MVHA staff attend the executive group/shadow board
· Maintenance Partners – In-house Repairs Team, Mears and United House
· WEA 

· Leatherhead and Dorking CAB
· North Leatherhead Partnership

· Youth Offending Service

Working together we believe we can make Mole Valley a better place to live and work by valuing diversity.

Overview of MVHA’s Single Equality Scheme

This is MVHA’s first Single Equality Scheme. The Scheme outlines how we intend to meet the general and specific requirements under the Equality Act 2010. It also states our commitment to promote equality to all people who access our services, join our work force or live in our communities.
As a leading employer in the Mole Valley district we recognise the importance of reflecting the area we serve in our workforce and Board. We want to employ a workforce that includes skilled workers already present in the area, as well as playing a key role in promoting the training and development of local people.

It is our intention to meet our statutory and legal duties and then work beyond these in the near future. We aim to embrace diversity in both our neighbourhoods and work force. 

Legislative Context

All public bodies, such as government departments, schools, hospitals and councils have a duty called the Equality Duty. This is a law telling them they must think about how they can make sure, through their activities, that people from different groups are treated fairly and equally.  

Before April 2010, the Equality Duty applied to people of different races, people with disabilities and gender. However, the new Equality Act which came into force on 1 October 2010 widened the Equality Duty to cover age, gender reassignment, marriage and civil partnerships, pregnancy and maternity, religion and sexual orientation.   

The Equality Duty is divided into two parts, 1) a ‘general duty’ and 2) ‘specific duties’.  The ‘general duty’ is: 

· To eliminate unlawful discrimination

· To advance equality of opportunity

· To foster good relations, tackle prejudice and promote understanding.

To enable public bodies to meet the general duty, they are required to carry out a number of ‘specific duties’ which includes publishing an Equality Scheme and Action Plan setting out how they propose to meet the general duty for each ‘protected characteristic’ covered by the Equality Act. Other specific duties include:

· How we involve different equality groups in developing the Scheme;

· Identifying relevant policies, functions and services that are equality relevant across all the ‘protected characteristics’;

· Assessing and consulting on the likely impact of existing and proposed policies, functions and services;

· Monitoring policies, services and functions for adverse impact, including workforce data;

· Publishing consultations and assessment results;

· Ensuring public access to service information and to services;

· Training staff to understand equality implications;

· Procuring goods and services; and

· Monitoring and reviewing the Single Equality Scheme.

Although the law is unclear at present whether Registered Providers (RPs) such as MVHA are classed as public bodies and therefore legally required to comply with the Equality Duty, all RPs will need to act as if they are, in order to meet the TSA standards and their own equality and diversity policy aims. The TSA’s ‘tenant involvement and empowerment’ standard states that “Registered providers shall:

· Treat all tenants with fairness and respect.

· Demonstrate that they understand the different needs of their tenants, including in relation to the seven equality strands and tenants with additional support needs”.

Regulatory Code for Equalities in Housing

There are certain requirements which we must fulfil as defined by the Homes and Communities Agency’s (formally Housing Corporation) Regulatory Code. This requires us to

“Demonstrate when carrying out all our functions, our commitment to equal opportunities.  We must work towards the elimination of discrimination and demonstrate an equitable approach to the rights and responsibilities of all individuals.  We must promote good relations between people of different racial groups and to provide good quality services by being responsive to the individual characteristics and circumstances of residents.”

The Regulatory Code is due to be replaced by a new regulatory framework for social housing in England set out by the Tenancy Services Authority in April 2010. The code will be made up of six standards and ten proposed principles which are at the beginning of 2010, going through a consultation period. 
The consultation document includes the following references to equality and diversity

“as every tenant matters, we expect providers to understand and respond to the particular needs of their tenants and to demonstrate how they have taken into account the needs of tenants across the six diversity groups.”

“Registered Providers must design and deliver housing services that tenants can easily access. Tenants must be offered choices over the services they receive, and be treated with fairness and respect. In relation to all standards, registered providers must consider equality issues and the diversity of their tenants, including tenants with additional support needs.
Registered providers must understand their tenants’ needs and use this information to

· design and deliver housing services and

· communicate with tenants”

This Equalities Scheme reflects the core equalities principles within the Regulatory Code and Regulatory Framework.
External Context

It is important to understand the wider context within which this scheme is set. Some key facts relating to the diversity strands of this scheme are
· Age – By 2026 10% of the population will be aged over 75
· Disability – There are more than 11 million people with disabilities in the UK, more than one in five of the adult population and one in twenty children

· Gender – 70% of people employed in public authorities (excluding emergency services) are women; 17% of chief executives are women

· Gender – the vast majority of single homeless people are male

· Race – Black and minority ethnic groups are over represented in stop and search, school exclusions and poor housing

· Race – Gypsies and Travellers often face acute discrimination as many public service organisations have low awareness of their needs

· Sexual Orientation – A survey of gay, lesbian and bi-sexual people found that two out of three had experienced at least one homophobic incident.

Mole Valley District Council are in the process of finalising their Equality & Diversity Scheme 2010-13 and have included diversity information about the Mole Valley region as a whole.

Key facts indicate Mole Valley
· has a growing population of 81,200 people 
· has an aging population with a higher that average number of elderly people in the district – 25.5% of the population are 65 and over compared to the UK average of 21.1%

· only 2.6% of the population is non-white

· is a generally affluent area with relatively small areas of deprivation in North Leatherhead and the Links area south of Dorking, including Chart Downs, Goodwyns, Rough Rew and North Holmwood where MVHA have a significant number of properties.
· The 2007 Mole Valley Housing Needs Survey showed that 14.5% of households had someone living there who had a disability. This was almost 4,800 people. Over 60% of these people were aged over 65 and 18% were under 18

· 75.4% of respondents to the 2001 Census said that their religion was Christian; 15.6% said they had no religion; 2.9% of the population said they were of other religions (Buddhist, Hindi, Muslim or Sikh) with Muslims (0.6%) being the largest percentage within this group

· Lack of transport, rural isolation and social exclusion of community groups due to the geographical size of the area and the distinct contrast between rural and urban settlements. Access to services can be a real issue for residents. The impact of this gap is increased by the fact that whilst there is a high level of car ownership in Mole Valley, 13% of households do not own a car.
· Health profiles show that in general terms residents of Mole Valley enjoy higher than average levels of health, although in areas of North Leatherhead there are lower levels of health outcome. Mole Valley is also below average for the number of children who are physically active.
Local Context

We are confident that this scheme will bring benefits to our business including

· Greater understanding of the diversity of our customers, to enable us to use ‘customer insight’ to plan and provide high quality services to meet current and future needs and aspirations

· Greater efficiency by ensuring resources are targeted where they are most needed and wanted
· Greater recruitment and retention of the best staff, recognising that the competition for talent requires employers to recruit from the broadest pool

· Great development of MVHA and Circle’s reputation as a leading landlord and employer, both regionally and nationally.

MVHA has begun to carry out our own resident profiling exercise to gather up to date information on exactly who our residents are. The results are outlined in the following pages
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We still have a number of gaps within our diversity data and work is ongoing to 

· Ensure that we have information about all our lead tenants and then further information about members of their household

· Profile our leaseholders and shared owners.

These tasks are included in more details in the scheme action plan.

MVHA works with many key partners to ensure that the services we deliver are appropriate for our residents and that they are delivered fairly and with respect.

Our Achievements So Far

Our Board Equality & Diversity Champion plays a vital role in ensuring that equality objectives remain at the forefront of organisational developments while the Head of Continuous Improvement assumes the role of Employee Equality and Diversity Champion. 
Leadership and Governance
We aim to reflect our local community through the membership of our Board Members and hold the following information 
· 92% are White British 

· 54% are Male and 46% are Female

· 8% are disabled and 85% are not disabled 
· 46% are aged over 60 years old – with 8% being 40-50 years old and the remaining not 46% not completing the questionnaire
· 54% are heterosexual and 8% preferred not to say
· 54% are Christian, 8% had no religion and 8% preferred not to say
As employee Champion, the Head of Continuous Improvement chairs MVHA’s Equality and Diversity Inclusion Group. The group is made of a cross section of employees from across the organisation, resident representatives and the Board Champion all who have an interest in diversity and who wish to play a role in promoting equality.

Equality and Diversity Inclusion Group

The group focuses on how we are performing and makes recommendations for improvement, consults on important issues (such as new policies and impact assessments) and provides a forum for real debate on current equality issues.
As part of our commitment to equality all MVHA employees are expected to play a role as ambassadors of diversity actively addressing any equality issues on a day to day basis and challenging others to do the same. 
Employment and Training

As a leading employer in Mole Valley we recognise that we have a responsibility to ensure that our workforce reflects the community we service and offers equality of opportunity in our recruitment policies and practices through Circle.
MVHA recognises that the only way we can support all our employees is to have an understanding of each person’s individual needs. Workforce statistics are currently produced on annual basis and includes a breakdown of number of women and BME employees at MVHA. We will also be introducing monitoring Lesbian, Gay and Bisexual (LGB) employees and monitoring disabled employees. From this we will be able to analyse these figures by team and seniority so that we have a clear picture of where people are working in the organisation. We will then monitor the career progress and development opportunities for under-represented employees. 
We will also be ensuring that all our staff training and developmental opportunities are equally available to all staff groups and will be reviewing training attendance by staff by E&D strand to identify any variance.
MVHA operates a zero tolerance approach to all forms of discrimination.

Who we employ

The table below gives a breakdown for the Circle group’s employees as a whole and MVHA’s employees
	
	Circle
	MVHA

	White British
	52.9%
	83.33%

	White Irish
	1.4%
	0%

	White Other
	5.8%
	0%

	Mixed
	2.3%
	0.98%

	Asian
	5%
	0%

	Black
	12.4%
	0.98%

	Chinese Other
	0.3%
	0.98%

	Choose not to say
	19.2%
	13.73%


Our 2009 staff survey showed of the 55 members of staff who completed the survey

· 56.4% of staff are Christian, 1.8% are Buddhists, 36.4% have no religion

· 5.5% of staff would consider themselves to have a disability

Further work will be undertaken to ensure that we encourage more employees to complete Equality & Diversity surveys so that we can build up a more compete picture of our staff. 

Circle is keen to ensure that all applicants are made aware of our equal opportunities policies and are encouraged by our commitment to fairness and equality. We recognise that how and where we advertise can have a bearing on the people we attract to work at MVHA. As a result of this we are looking at being more innovative in our recruitment techniques to ensure we reach under-represented groups.

When a new employee starts at MVHA we take all necessary steps to ensure they feel welcomed and supported in their new environment. We are introducing a buddy system for new staff members so that they have access to a colleague to address any day to day queries to.
All new staff are required to take part in ‘Welcoming Diversity’. This clearly sets out our group commitment to equality, ensuring the new employee feels confident that they will be supported as an individual. At the same time raising an awareness of their responsibility to respect the people that they will be working with and to promote equality at every opportunity. Staff are also expected to complete Customer Services training.
All staff in their annual appraisals are set specific objectives relating to Equality and Diversity. To identify at least two examples throughout the year of how they have responded to individual customers diverse needs and amended or tailored services to meet them.
All employees are expected to read MVHA’s Equality Guide which covers a range of diversity issues on age, gender, race, sexuality, religion/culture and disability. We update this guide every 6 months to ensure that it remains up to date and will be introducing a testing procedure to ensure that staff have a good understanding of the issues raised in the guide.

We offer extra training for front-line staff and managers to ensure all individuals are aware of the challenges faced by minority groups. This extra knowledge supports every employee carrying out their jobs effectively and with greater sensitivity.

Examples of some of the training and awareness

· Working with bipolar disorder
· Communicating with people who have both learning and communication issues 

· Dementia awareness
· Epilepsy awareness

· Introduction to mental health issues

· Makaton

· Sensory impairment

· Understanding and responding to people with learning disabilities and challenging behaviour

· Working with personality disorder
These sessions are vital to the delivery of services and an important part of employee development.

Service Delivery and Customer Care

We aim to meet the needs of our residents through providing a service that is responsive and sensitive to individual needs.
Our Tenancy Audits are designed to capture important information about individual residents, such as their ethnicity or whether or not they have a disability, as well as their preferred means of communication. This exercise is ongoing and we currently hold some detailed information on about 80% of our lead tenants and leaseholders. We are planning through 2010/11 to achieve 100% of information about all members of a resident’s household by staff visiting each property. From this information we will design a service that is responsive to every resident’s need. We have already taken some measures to take into account the needs of all our residents.

For example 

· all our letters, publications and newsletters are offered in alternative format including large print, Braille and other languages

· our website has been designed to ensure accessibility for disabled customers and users can change the text size (3 different sizes) or listen to the contents  

· published a staff and contractors equality guide

· subscribe to Language Line translation service 

· we collect communication needs of all new residents at tenancy sign up and this helps us to respond appropriately to their needs from the beginning of their tenancy
We are also working on the following projects

· Developing a communications guide for employees to use when communicating with residents
· Setting up and running cultural awareness sessions for employees to help ensure we are aware of any religious or cultural traditions that our residents wish us to take into account when we are delivering services

· Setting up training for all employees on how to access information on a resident’s communication preference and to use helpful aids such as flash cards and phone stickers to ensure they are making full use of our range of communication issues.

We are also considering producing a DVD of our tenant handbook as an alternative to the written publication. The DVD will be designed to meet the needs of residents whose first language is not English, who may have a learning difficulties or disability, as well as people who have visual or hearing impairments or have low literacy skills
MVHA’s sheltered housing service provides invaluable support to older and disabled residents. A close working relationship with organisations such as Surrey County Council Social Services, Primary Care Trust and the Supporting People Team ensures that the service not only provides safe and affordable housing but that individual resident’s health and wellbeing are our top priority. We also employ 3 Mobile Support Officers who may in the future formally begin to provide support for older residents in our general needs homes.
Our Community Warden Service plays a significant role in identifying vulnerable tenants through health and safety and estate inspections reporting any issues to our Area Housing Managers to refer to specific support agencies. The Community Wardens also work with younger household members and we are introducing a Young Warden scheme.
MVHA is a member of the East Surrey Domestic Abuse Working Group which is a partnership funding and delivery group aimed at improving the safety and well-being of survivors of domestic abuse and/or their children. MVHA also attends the local MARAC (Multi-Agency Risk Assessment Conference) which meet monthly to address the needs and safety of those identified at the highest risk of domestic abuse and violence within our community.

A key part of this strategy has been the implementation of a Sanctuary Scheme providing security in the victim’s current home which seeks sustainable solutions so victims can remain safely in their homes, rather than becoming homeless. This scheme improves the physical security of the victim’s home and surroundings by installing extra security measures, to prevent homelessness. Each package is individually designed to suit the victim and the property, whilst taking a zero tolerance approach towards the perpetrator
We positively welcome complaints and feedback from our residents and staff and monitor these on a monthly basis to ensure that we learn from these and our service is improved. To ensure that there is no bias in our services we will analysis these in more detail across the E&D strands.
Consultation and Involvement

We offer a variety of ways for people to get involved and have their say and this is laid out in full detail in our resident involvement agreement.
Residents
MVHA’s tenants are offered the opportunity to become Tenant Board Members. Board Members influence MVHA’s wider aims and objectives, as well as scrutinising new policies and plans to make sure that the organisation delivers on our promises. MVHA has six Tenant Board Member positions.

Our Board Working Groups give members a forum to look in more detail at important issues and make recommendations to the Board. Resident representatives from the Mole Valley Resident Involvement Group also attend the working groups to share their experience.
Resident Involvement Group (RIG)

RIG is MVHA’s key resident group. It works with MVHA at a strategic level , making recommendations to MVHA’s policies and strategies. It also works in partnership with MVHA to jointly agree an annual action plan for resident involvement, identifying clear outcomes we want to achieve through resident involvement.

Other opportunities to get involved come through 
· Have Your Say Neighbourhood Meetings
· Local resident and tenant associations

· Email consultation group

· Residents Voices where local residents are nominated to represent their neighbourhoods views on MVHA services
· Specific focus/working groups.
MVHA has established a number of resident forums and groups who meet on a regular basis to discuss service improvement. These include a Leasehold Forum, Repairs Service Improvement Group, Decent Homes Group and Performance Monitoring Group.
MVHA tries to make the groups as informative and rewarding for residents as it is for us. Guests are invited to attend the meetings to discuss topical debates or provide more information about events happening in the area. 

MVHA and RIG jointly agrees and publishes an annual resident involvement action plan including specific tasks under a valuing diversity theme. These include

· Support MVHA’s Disability Forum as the ‘Voice’ for MVHA residents living with a form of disability
· Support involvement from BME residents through holding ‘discovery days’
· Encourage greater involvement with families and young people through a mixture of formal and informal events

· Continue to encourage residents to ‘mystery shop’ MVHA

In the future we are looking at training residents to become Resident Inspectors. This is where a group of residents evaluate first hand front line services and make recommendations to improve the outcome for customers.
We will be setting and monitoring diversity goals for resident involvement in order to demonstrate that service user groups are representative and actively engaged in reviewing and determining how services are prioritised and delivered.
Disability Forum

MVHA’s disability forum meets quarterly and aims to

· Involve residents in shaping service standards for disabled residents
· Provide more accountability for disabled residents

· Ensure we tailor our service to meet individuals needs

· Increase resident satisfaction

Representatives of the Disability Forum also attend MVHA’s Inclusion group and are involved in the service Equality Impact Assessment programme.

Sheltered Housing Forum

MVHA’s sheltered housing forum meets quarterly and aims to be a greater voice for sheltered housing residents giving residents more accountability and supporting residents to set standards, monitor performance and recommend changes.

Staff
MVHA is committed to its employees and recognises the importance of a supportive and open working environment where people are given the opportunity to develop their skills and reach their full potential.
We regularly carry out employee surveys. In the last survey the results show
· 55.5% of staff feel there is someone at work who encourages their development
· 66.6% of staff agreed that their manager was supportive in their learning and development
· 74.1% agreed that in the last 6 months, someone at work had talked to them about their progress

· 81.8% agreed their job provided them with a good working environment

· 41.8% agreed there are opportunities for promotion or career development within the organisation

· 76.3% agreed that in their experience of MVHA it offers equality of access and opportunity.

From this, we have agreed with staff a number of improvements including

· Encouraging job shadowing throughout MVHA and Circle
· Review 121 templates and ensure all staff continue to have regular 121s
· Ensure all staff complete personal learning and development targets set through the annual appraisal process and know how to access professional qualifications

· Develop and publish a staff skills register

· Set up mentoring and coaching opportunities for staff

These tasks’ progress are monitored through our Continuous Improvement Plan.
MVHA has a staff consultative forum that provides a forum for employees to voice their concerns and make recommendations for improvement. The group has representation from all areas of the service and has begun to scrutinise new Human Resources policies and procedures. 

Our Equality & Diversity staff and residents Inclusion group will be providing feedback on Equality Impact Assessments, assessing how we are meeting the expectations of the Diversity KLOE, monitoring the E&D Action Plan.
All MVHA staff members attend regular staff briefings which provide an opportunity to share new initiatives and gather feedback. In recent briefings staff have been consulted upon our commitments laid out in our Life Chances Business Plan and outcomes from the staff survey. Individual team briefings are also used to share information on a more specific basis. We also hold an annual staff conference and produce ‘Emole’ an electronic newsletter every 2 months.
Partnership working
MVHA has three main contracting partners who help deliver our Decent Home Improvements Programme. They are:

· In house repairs team

· United House

· Mears

Working closely with our contractors and sub-contractors ensures that our aims and objectives in terms of equality are also being reflected in the work they carry out for us. We have built equality principles into our contract agreements and we receive regular reports on how our partners are meeting equality objectives in terms of employment, training and service delivery.

We also work alongside MVDC, Surrey Police, Surrey County Council and other local statutory bodies to ensure that a shared approach is taken to equality in the local area. This includes shared initiatives on tackling anti-social behaviour and hate crime, as well as awareness raising events and community activities.

Community Development

MVHA produces an annual community development action plan with projects fitting into 4 themes of

· Developing children and young people

· Safer stronger communities

· Economic development and the environment

· Healthier communities and older people

The plan’s activities and their key objectives relate well to improving access to both MVHA and other local organisations’ services.
Specific tasks programmed for 2010-13 include

	Developing children and young people

Develop youth forums in Links and North Leatherhead
Work experience placements

School Mentoring scheme

Young Parents Group
	Healthier communities and older people
Run healthy eating projects

IT training for sheltered housing residents

Intergenerational IT project

Cup Final project

	Economic development and the environment

Support development of local Credit Union – SurreySave
Apprenticeship scheme
	Safer stronger communities

Improve transport links

Junior Warden Scheme

Training projects


Areas of Equality

Age

Ageism is a form of discrimination that is more regularly experienced across all age ranges than any other type of discrimination. 
Unlawful age discrimination happens when someone is treated unfavourably because of their age, without justification, or is harassed or victimised because of their age. This treatment can often be based on misconceptions and stereotypes that are held about different age ranges. 

There is an unprecedented demographic shift in the UK today; the number of younger people is slowly dwindling while the older section of the population rapidly expands. This is due mainly to the fact that people are now healthier and are therefore living longer lives than before. People are also having less children than they did twenty or thirty years ago, and the ‘baby boomer’ generation of the 1940’s and 50’s are now just reaching retirement age. 

Overall

· 10% of companies across the UK have no staff over fifty. 

· The annual cost to the UK economy of age discrimination in employment is £31 billion 

· In 2006, 9.6% of men aged 65 and over and 11.1% of women aged 60 and over were still in employment. 

· Older people remain unemployed longer than their young​er counterparts: 37% of those aged 50 and over remain unemployed for more than 12 months against 27% of those aged 25-49. 
Labour Market Statistics December 2006
· The number of people aged under 50 is set to fall by two per cent by 2016 and the number aged between 50 and 69 is set to increase by 17 per cent. 

Statistics from Employers Forum on Age 

On 1st October 2006 the Employment Equality (Age) Regulations came into force in the UK. The legislation applies to employment and vocational training, prohibiting unjustified direct and indirect age discrimination, and the harassment and victimisation of a person on the grounds of age.

The law also:
· Gives rights to employees to request to work beyond retirement age, and a duty to employers to consider such requests

· Employers must give at least six months notice to employees before their intended retirement date

· Bans unjustified retirement ages below 65

· Removes the current age limit for unfair dismissal and redundancy rights
What is MVHA doing?
Recent legislation has been introduced to ensure that people are no longer denied jobs or harassed because of their age, and in most cases, workers of all ages will have an equal chance of training and promotion. 

MVHA will treat all people with respect and encourage applications from a wide range of age groups to access training and employment within our organisation. 

We value the contribution that people from all age ranges can bring and work hard to ensure that the intergenerational work we carry out provides everyone with the opportunity to be involved in shaping our services.
Our Sheltered Housing services provide invaluable support to older and/or disabled residents. Regular forums are held with residents providing them with the opportunity to have their voice heard and to provide some feedback on what we can do to further support the needs and aspirations of older residents. 
Our tenancy profiling has shown that we have 840 households (24%) where the lead tenant is aged over 75 years of these

· 496 (59%) live in general needs property rather than a sheltered home 

· 63% live in houses rather than flats or bungalows 
We also know that we are letting proportionally less sheltered housing homes to older residents of a BME background.
MVHA has developed good links with local organisations to tackle issues and barriers faced by young people in the community. Key activities include

· Encouraging greater involvement with families, young children and young people through holding fun days across the district as well as introducing Dreamscheme (reward scheme for completed community work) and climbing project
· Work in partnership with the Links Partnership to develop a youth café, club and play farm
· Develop youth forums in Links and North Leatherhead

· Organise opportunities for young people to gain work experience within MVHA and our partner contractors

· Introduce a schools mentoring scheme

· Support young parents groups

· Conduct local consultation with young people particularly in rural areas

· Develop a junior warden scheme

· Work with MVHA key partner contractors and local college to develop an apprenticeship scheme for young people.
MVHA’s Community Warden Service plays a significant role in supporting the needs of older and vulnerable residents. The wardens provide a friendly face of reassurance and listen to the needs of residents who may otherwise be isolated or excluded. The Warden Service is also introducing a Junior Warden Scheme.
Key Objectives for the next three years 
· Attract more older residents in our general needs homes to move to our sheltered housing schemes

· Attract a more diverse range of residents into our sheltered housing schemes
· Actively engage with more young people through our resident involvement and community development activities.
· Develop an apprenticeship scheme for young people

· Develop new initiatives to be implemented to involve more young people in the governance structure through development of youth forums
· Monitor our recruitment practices to ensure we comply with the Employment Equality (Age) Regulations ensuring our policies encourage flexible retirement.
Disability

The Equalities Act 2010 defines disability as “a physical or mental impairment which has a substantial and long-term adverse effect on the ability to carry out normal day to day activities”. 

MVHA will be adopting the social model of disability. This model was developed by disabled people and organisations to challenge the traditional view that people are disabled by their physical, mental or sensory impairments. The social model emphasises that it is actually the barriers that exist in society, such as the physical environment, organisational procedures, stereotypes and inaccessible transport, that really disables people. 

As a result, if people with impairments are to be able to participate fully in society, the way society is organised must be changed.
Disability in Employment 
Disabled people as a group have historically suffered, and continue to suffer, persistent disadvantage when trying to access employment. Employed disabled people are also more likely to exit work that non-disabled employees, and once out of work, they are less likely to move back into employment than other groups. It is also important to note that: 

· People with mental health conditions and people with learning disabilities have the lowest employment rates. 

· Disabled men earn between 9-17% less than non-disabled men, disabled women earn between 6-11% less. 

· Disabled people are more likely to move from full-time to part-time work, and are less likely to receive training

The Equalities Act 2010 includes measures to tackle discrimination towards disabled people in key areas such as employment and access to goods, facilities and services. 

The Act makes it unlawful to discriminate against a disabled person in employment and gives employers a duty to make reasonable adjustments to enable disabled employees to carry out their work. 

The new legislation also has an impact on service providers, making it unlawful to treat disabled people less favourably than other people for a reason related to their disability. Service providers are also required to make reasonable adjustments in the way they deliver services, for example adjusting physical features of their premises

Under the Equalities Act 2010, public bodies are required to actively promote equality of opportunity for disabled people. The duty encourages employers and employees to work together to break away from rigid employment practices, identify what adjustments and support might be needed, and to find flexible ways of working that may benefit the whole workforce.

Disability in Mole Valley
According to the Census 2001 around 14.52% of the population aged in Mole Valley have a limiting long term illness. 
In a Customer Profiling exercise carried out by MVHA we discovered that around 24.8% of our residents consider themselves to have a disability. Around 
· 45% of these residents defined their disability as limited mobility
· 16% stated that they had mental health problems and 
· 13% stated that they had a hearing impairment.
What is MVHA doing? 
Supporting our disabled residents is also a high priority for MVHA. The Disability Forum is held every quarter to give our disabled residents the opportunity to raise any issues they may have with accessing services, and to provide valuable feedback on our new policies, projects and initiatives. 

We have completed DDA assessments of all our sheltered housing schemes, office buildings and high rise flats. Work is well underway to ensure that properties are fully accessible. Our transfer promises included installing door entry systems at sheltered housing schemes and these will be programmed along with automated doors and additional scooter storage and charging points. We have already completed our promise of replacing sheltered housing scheme unit taps with lever taps and all of the taps we are fitting through our stock as part of our Decent Homes programme are easily interchangeable between pillar and lever taps without the whole tap needing to be replaced.
Over the last 2 years we have invested £1 million into completing Aids & Adaptations works to residents’ homes this has resulted in 141 properties being adapted the majority of this work being the installation of level access showers.
The customer profiling information is available for all our staff through our housing management system so that when residents contact us they are able to check any additional communication issues. This means that when our repairs operatives visit a property they are aware of any specific issues for residents for example to allow a longer time for the resident to answer the door.
At tenancy sign up, we ask new residents about their communication preferences and are developing an Equality & Diversity Communication strategy and procedure to ensure that staff are fully aware of how to produce information in the format required to meet individual's needs.
Our Decent Home maintenance partners receive this information through regularly updated spreadsheets so they can programme work taking into account individual household requirements. We are working at interfacing our computer systems to make this checking process more automatic. 

We are continuing to work closely with Surrey Fire and Recue Service by referring individual disabled and elderly residents to the service to ensure that residents receive support and guidance through the promotion of fire safety in the home. 
Key Objectives for the next three years 
· Complete Impact Assessments on new and existing policies

· Deliver additional awareness training for Board and Employees

· Review of delivery of equipment and adaptations service with MVDC and establish and maintain an up to date register of adapted properties.

· Complete DDA assessment improvement work and review disabled access to communal areas of estates and homes as part of estate inspections.
· Develop Access to Services and Communication Strategy in consultation with disabled residents
· Implement sheltered housing transfer promises of installation of door entry systems and additional mobility scooter storage and re-charge points

· Encourage more staff to complete staff profiling survey and establish the percentage of staff with a disability within the organisation’s management teams
· Develop an interface between our housing management system and our Decent Homes partners system to flag residents’ communication requirements and relevant E&D data
Gender

Women and men have the right not to be discriminated against, as both employees and customers, because of their gender. Although these rights are protected by the law, discrimination and inequality of treatment still occurs on a daily basis in the way services are managed and delivered to men and women
Facts & Figures

Discrimination is estimated to account for 25% - 50% of the pay gap between men and women. Women are still earning on average 17% less than men. 

· Women form the majority of local government workforce and are mostly concentrated in lower paid and part-time jobs. 

· Young Pakistani, Bangladeshi and black Caribbean women are three to four times more likely to take a job at a lower level than they are qualified for.
Women make up nearly half of the UK’s workforce yet they still earn on average 17% less than men. Given that girls and young women are continuing to outperform boys in education it is surprising that this has not been translated into earnings. In fact, women are still working predominantly in lower paid jobs. For example, in the domestic, catering and caring sectors. 

Women who have continued on to further education have only broken into sectors which have historically been dominated by men, such as the legal and medical professions. However, little significant change has taken place in other areas. For example, only 1% of people working in the construction industry last year were women. 

As a result of gender discrimination, it is clear that there is an imbalance in the way that men and women are treated. The Sex Discrimination Act 1975 made discrimination unlawful on the grounds of sex and marital status. It set out provisions for equality between men and women in terms of access to employment, vocational training, promotion and other terms and conditions of work. However, despite this legislation inequalities persist in the way men and women are treated. In response the government has introduced new legal responsibilities for public authorities through the Gender Equality Duty 2007 (now superseded by the Equality Act 2010). 

The duty has placed an increasing emphasis on public bodies to not only address inequalities, but to actively change the way services are delivered and tailor them to the individual needs of both men and women. In this respect, whilst it is acknowledged that women are traditionally disadvantaged and face distinct issues, the needs of men must also be equally considered and responded to appropriately. All public authorities must demonstrate that they are promoting equality for women and men and show how they are eliminating sexual discrimination and harassment in the workplace. 

What is MVHA doing? 
As an employer and service provider MVHA is keen to play an active role in addressing the issues faced by both men and women in our workforce, and in our communities. We aim to achieve this by offering flexible working practices, supportive working environments and excellent opportunities for personal development. As part of Circle we operate to the group Working Times Arrangements Policy that means the majority of staff are able to work flexible hours and are able with agreement from their manager work to home and work a 9 day fortnight.
Amongst other benefits, flexible working helps to accommodate male and female employees who have parental and/or caring responsibilities. Flexible working also plays a key supporting role for parents returning from maternity/paternity leave, enabling them to balance their new role as parents with their professional careers. 

In our Customer Profiling exercise carried out we discovered that 53% of our residents are female. As an employer we are aware that women make up 67% of our overall workforce but only 33% of our senior management team and 50% of our middle managers are female.
Transgender 

The Gender Equality Duty has also placed the concerns and needs of the transgender population at the heart of the equalities agenda. 

The term ‘Transsexualism’ stems from the scientific assessment of a when a person has been assigned one gender (usually at birth based on their external anatomy) but identifies as belonging to another gender, or does not conform with the gender role prescribed to them. 

Many individuals and support groups have now moved towards the terminology of ‘Transgender’, or simply ‘trans’, rather than ‘Transsexualism’ as these terms are seen as less prescriptive, and in many ways more reflective of people who, for example, have not or do not intend to undergo, gender reassignment. 

What are the key issues for transgender people? 
The struggle for recognition through the equalities agenda has historically aligned the transgender population with the Lesbian, Gay and Bisexual community. However, this often leads to confusion that the concerns of the transgender community are related to the issue of sexual orientation when in fact they are predominantly concerned with issues surrounding gender identity and the right to live under a chosen gender. 

Other concerns raised by the transgender community include: 
· Fear of discrimination, abuse or harassment 

· Anxiety about the appropriateness of facilities (for example, gender specific toilets in public spaces or offices) 

· Lack of knowledge or understanding from employers and the public 

· Insensitive or inappropriate services 

What is MVHA doing? 
MVHA will review existing policies to ensure that they do not directly or indirectly discriminate against transgender people. We will also assess the impact that any future policies or practices may have on the transgender population and their role as community members. 

As a leading employer in the area we also have a responsibility to ensure that all members of the community are included and involved in shaping the area in which they live and the environment in which they work. MVHA endeavours to do this through various initiatives including resident involvement groups.
The Gender Reassignment Process 
When an individual declares that they wish to legally transition from one gender to another they must follow the ‘Gender Recognition Process’. The process involves an assessment by a multi-disciplinary medical team and involves several key stages, including hormone treatment and surgical procedures. At the end of the process the individual will have their original birth entry confidentially marked to indicate that they have become recognised in their acquired gender.
The Sex Discrimination (Gender Reassignment) Regulations 1999 made it illegal to discriminate against someone who “intends to undergo, is undergoing or has undergone, gender reassignment”. This means employers must ensure that they do not discriminate against a transgender person through their practices, policies and procedures. 

The introduction of the Gender Recognition Act 2004 provided further support for transgender people enabling them to apply for a Gender Recognition Certificate and thereby legally change their gender identity (now superseded by the Equality Act 2010). 

The Gender Equality Duty has taken one step further and places a responsibility on public authorities to actively ensure the inclusion of transgender people in all activities, whilst at the same time promoting the equality of men and women in general.
Key Objectives for the next three years 
· Monitor the number of transgender people within the workforce and raise awareness of trans issues through the E&D Working Group
· Review existing policies to ensure that needs of transgender people are being considered and addressed.
· Establish mentoring programmes to encourage and support personal development and career progression
· Establish an employee support group for our Lesbian, Gay, Bisexual and Trans employees
· Encourage more staff to complete staff profiling survey and establish the percentage of female staff within the organisation’s top earners
Race

Under the Race Relations Act 1976, racial discrimination arises when a person or group is treated less favourably than another in similar circumstances ‘on racial grounds’. This means that a person can be discriminated against because of their colour, race, nationality or ethnic origin. 

For the purpose of this Scheme, MVHA use the term “minority ethnic” to refer to all groups that are not recorded under the “White British” ethnic group category in our area. However, we do not in any way assume that minority ethnic groups are only defined by skin colour or race. 

According to the Census 2001 around 6.7% of Mole Valley’s population comes from minority ethnic backgrounds. MVHA’s own Customer Profiling revealed that around 3% of people who responded were from minority ethnic backgrounds. However 16.9% of MVHA residents preferred not to say and we have no data for an additional 4.7% of residents. It is hoped that the planned 100% tenancy audit will increase our knowledge. 
The Race Relations Act 1976 made it unlawful to discriminate against a person because of their race, colour, nationality or ethnic or national origin. The Race Relations Amendment Act 2000 goes one step further and places a duty on public authorities to work towards the elimination of unlawful discrimination and to promote equality of opportunity and good relations between people from different racial groups (now superseded by the Equality Act 2010). 

The Housing Act 2004 places a further duty to promote good community relations in regard to accommodation and provision of services to Gypsies and Travellers.

70% of people from minority ethnic communities live in the 88 most deprived neighbourhoods in the UK and are often subject to harassment, stereotyping and racism.

· 30% of Gypsies and Irish Travellers, of whom England and Wales has an estimated 300,000, live on unauthorised sites, and consequently suffer from bullying and harassment. They also face acute discrimination as many local public services have low awareness of needs.
· In England the risk of permanent exclusion from school is much higher for some minority ethnic groups, especially Traveller of Irish Heritage pupils, Mixed White and Black Caribbean pupils and Black Caribbean pupils.
· Black and minority ethnic people are more likely to be unemployed regardless of qualifications, sex or age.
· Pakistani and Bangladeshi women, with the same characteristics as White women, are 30% more likely to be out of work.
· Black, Pakistani and Bangladeshi households are more likely to live in homes that fall below the decent homes standard than white households.
Final Report of the Equalities Review: ‘Fairness and Freedom’.
What is MVHA doing? 
We monitor all existing employees and new applicants for employment, promotion and training by racial group, helping the organisation to evaluate performance on achieving our race equality objectives. 

The adoption of positive action measures are encouraged by race relation legislation. This enables MVHA to address any potential barriers by encouraging members from under-represented groups to apply for employment or to offer further training to help develop potential. 

MVHA also works closely with our residents to ensure that the services we deliver are appropriate and do not discriminate against people from different ethnic groups. 
MVHA works closely with Surrey Police and the local Crime and Disorder Reduction Partnership to address issues such as community safety and hate crime. We realise that we must play an active role in protecting our neighbourhoods, and ensuring that the people who live there do so without the fear or persecution or harm. 

Key Objectives for the next three years 
· Develop the potential of existing employees through training and mentoring initiatives 

· Provide further training for the Board and Resident Representatives on issues faced by minority groups 

· Ensure that members of minority groups are more aware of employment opportunities at MVHA

· Support involvement from minority and ethnic residents including holding ‘discovery days’ to find out more about different cultural backgrounds of our residents

· Make sure all our services are developed to further meet the needs of minority groups 

· Work together with MVDC to co-ordinate services to gypsies and travellers living in Mole Valley 

· Further partnership working initiatives with local voluntary organisations and groups to gather information and to raise awareness of issues facing minority ethnic groups 

· Work with our contracting partners ensuring they report on how they are meeting equality targets in the services they deliver to residents on our behalf, and also in relation to their own recruitment practices
Religion and Belief 
Equality legislation is in force to protect the rights of individuals from being discriminated against on the grounds of their religion or belief. 

Indifference and ignorance towards religion can often lead to discrimination. It is important to recognise that religion is different from ethnicity and assumptions can not be made about what religion, if any, a person may follow by simply judging their racial background. 

Religion and Belief in Mole Valley 
The Census 2001 indicated that around 70% of the white UK population, 71% of black people and 53% of those of mixed ethnic background give their religion as Christian. Islam was found to be the most common faith in the UK after Christianity at around 2.7% of the total population. 

These figures are reflected in Mole Valley with Census figures indicating that 
· 75.42% of people are Christian, 
· 15.57% had no religion, 
· 0.56% are Muslim and 
· 0.36% are Hindu. 
MVHA’s Customer Profiling exercise indicated that over 48% of our residents are Christian with Hindu being recorded as the second most popular belief held (0.29%). We currently do not have information about 40% of our residents, 7.7% have no religion and 2.5% prefer not to say. 


However, there are a number of other religions and beliefs held in the local area including Buddhism and Sikhism. 
What does the law say?

The Employment Equality (Religion or Belief) Act 2003 ensures that direct or indirect discrimination, victimisation or harassment on the grounds of religion, is unlawful (now superseded by the Equality Act 2010). 

What is MVHA doing? 
MVHA recognises the right of all individuals to hold and practice their own particular religious beliefs. We realise that we have a responsibility as an employer and a service provider to take into account people’s beliefs and to respond to them fairly and with sensitivity. 

Circle has introduced a number of policies and procedures to ensure that religious needs are taken into account. For example, we offer employees flexible working conditions giving them the opportunity to attend prayer or to respect religious events and festivals. We also give employees the opportunity to learn about different religions and customs through regular cultural awareness sessions at local Mosques, Sikh Temples and Synagogues. 

MVHA is committed to delivering services that are sensitive to the needs of all our residents. For example, when arranging home visits with residents we will try to ensure that this does not conflict with religious days or festivals, and we offer wherever possible the choice of a male or female visiting officer. 

Key Objectives for the next three years 
· Share positive practice and deliver cultural awareness training alongside contracting partners to increase knowledge about cultural traditions and religious practices of local residents 
· Ensure the information gathered from our customer profiling is used to deliver culturally sensitive services to residents and that more data is available through carrying out a 100% tenancy audit
· Ensure all policies take into account the cultural needs of employees and residents through detailed Equality Impact Assessments
Sexual Orientation

In recent years the gay rights movements across the UK have been extremely successful in their struggle to have the rights of gay people recognised by society and protected by the law. However, whilst many battles for equality have been won, homophobia is still a prevalent issue faced by many gay people both in the workplace and in their communities.

What does Sexual Orientation mean? 
This refers to the romantic, sexual or emotional attraction an individual feels towards another person. 

Heterosexual: attracted towards a person of the opposite sex 

Homosexual: attracted towards a person of the same sex 

Bisexual: attracted towards people of the opposite sex and of the same sex. 

The term gay can refer to men or women who are attracted to a person from the same sex as they are, although gay women also commonly refer to themselves as lesbian

Homophobia can manifest itself in many forms, such a verbal or physical abuse. The effects of homophobia on the individual can be severe often leading to exclusion, isolation and in many cases a fear for personal safety. 

Sexuality in Mole Valley
Because the national census did not ask people to define their sexuality there is no hard data on the number of gay men, lesbians and bisexual people living in the UK. The estimated figure is around 6% of the population. 

MVHA’s customer profiling exercise revealed that less than 1% of our residents identify as lesbian, gay or bisexual. MVHA has a duty to respond to the specific needs of all residents and is committed to providing a service that is fair and sensitive to the needs of our gay community. This means that we need to gather more information about our residents and this will be completed by carrying out a 100% tenancy audit.
The Employment Equality (Sexual Orientation) Regulations 2003 made workplace discrimination against gay people unlawful. This means that employers must ensure that their policies and procedures do not discriminate against or disadvantage gay people, and that they must protect gay members of staff against harassment or victimisation.

In spite of these regulations there is evidence to suggest that gay people are still regularly facing workplace discrimination. For example, research carried out by the University of Cardiff for Stonewall, the UK’s leading gay and lesbian lobbying group, found that one in four lesbian, gay or bisexual people in Wales had been dismissed or forced to leave a job at some point in their working lives because of their sexuality. 

The passing of the Civil Partnership 2004 (now superseded by the Equality Act 2010) gave same-sex couples the right to form a civil partnership giving them legal recognition of their relationship. Employers and service providers must review any relevant policies and procedures to include the needs of people who are in a civil partnership.

Other legislation has been passed to which helps protect gay and lesbian people from harassment and abuse. Section 146 of the Criminal Justice Act 2003 came into effect in April 2005, which gave the courts in England and Wales more power to impose tougher sentences for offences motivated or aggravated by the victim's sexual orientation.

However, the Equality and Human Rights Commission estimates that over 90% of homophobic crime is still not being reported because victims are too frightened or embarrassed to report the crime. 

Key Objectives for the next three years 
· Ensure that employees, and contracting partners, have a good awareness of the needs of LGB (Lesbian Gay or Bosexual) people 

· Become Stonewall Diversity Champions and take part in Stonewall’s annual Workplace Equality Index. The Diversity Champions Programme is Britain’s good practice forum in which employers can work with Stonewall, and each other, to promote lesbian, gay and bisexual equality in the workplace.
· Ensure more data is gathered about MVHA residents to form a full picture of the percentage of LGB residents and ensure they have access to our services.

· Complete an anonymous staff survey to find out how many of our employees are lesbian, gay, bisexual or of other sexual orientation than heterosexual. This is consistent with national estimates of around 6%
Equality Impact Assessments
Under the Race Relations (Amendment) Act 2000, and subsequently the Disability Discrimination Act 2006 and the Equality Act 2006 (all now superseded by the Equality Act 2010), local authorities are required to conduct Equality Impact Assessments on all policies, strategies and projects to ensure that they do not discriminate in terms of Race, Disability and Gender.

MVHA’s impact assessment covers the following stages involving and consulting with stakeholders throughout the process

1. Identify the aims of the policy, practice and service

2. Consider the data and research – exploring evidence and gathering new evidence

3. Assess the likely negative impact on equality and consider opportunities to promote equality

4. Consider changes/alternatives

5. Consult (legal requirement for disability)

6. Make a decision

7. Arrange to monitor and review

8. Publish the results

The key questions at the heart of an impact assessment are

· Who benefits?

· Who is not benefiting?

· What are the barriers?

· What changes would improve the service?

Different levels of impact assessment.

There are three levels of impact assessment

1. An Initial assessment

2. A partial assessment

3. A full impact assessment

1. Initial Assessment

An initial assessment is fairly straight forward and brief and needs to answer the following

· Is there any evidence of different outcomes to different groups?

· Does this different amount to an adverse impact?

· What does information from surveys and complaints say?

· What do residents say?

· What do managers and staff feed back to you informally?

If there is any evidence of significant adverse impact a partial assessment must be carried out. Otherwise improvement tasks should be included within the 3 year Equality Plan

2. Partial Assessment

A partial assessment is more detailed and requires some further investigation. It takes into account the views of stakeholders and specialist experts. If this process turn up further evidence of adverse impact than proceed to a full impact to focus on those areas that have been found to be a problem.

 3. Full Impact Assessment

This is a significant exercise and may involve formal consultation with the people and groups most likely to be affected, including arrangements for monitoring and evaluating policy and tracking its impact at a later date. A full impact assessment will take a number of months to complete and it is a legal requirement to consult with the groups being affected by the changes being made.

Publishing Results
All Equality Impact Assessments are to be published on the internet, with a summary of the results made available to all stakeholders and relevant groups on the MVHA website. Results will also be used to inform other areas of service, where applicable, and to influence future organisational strategy and action plans.

Communication, Monitoring and Review

Monitoring of MVHA’s equality objectives is built into our performance management and business planning systems. This scheme action plan will be included within our Continuous Improvement plan that is formally monitored on a monthly through out Improvement and Performance Meetings. In addition to this progress reports will be presented quarterly to the Board.
MVHA also has in place a number of information gathering mechanisms which will help us to effectively monitor the impact of our policies and practices on different equality groups. 
These include
· Customer Profiling Survey

· Equality Impact Assessments 

· Monitoring of complaints and compliments 

· Monitoring of employees by equality category

· Results from a wide range of customer satisfaction surveys

· Employee satisfaction surveys

Using these methods, we will be able to measure our progress in meeting equality objectives and targets set out within this Scheme. We will publish regular updates on the Scheme on our website with an annual review of our achievements.

These methods for reporting and gathering information will also help us to monitor the effectiveness of this Single Equality Scheme and help us prepare for the publication of future schemes.

This scheme will be formally reviewed and revised every three years.  The next scheme will be published in April 2014, unless significant review is required in 2010 following the implementation of the Single Equalities Bill (2009).
Communicating this plan and outcomes to resident and staff is an important element of our work to show that we have made a positive difference in ensuring that our services are fair and accessible. This will be completed through

· Regular updates to staff through staff briefings, staff conference, newsletters and sharing of information at team meetings from Inclusion Group representatives
· Regular articles included in our residents newsletter Home Matters, presentations to the Disability Panel and Sheltered Housing Panel and information presented to the Residents Performance Monitoring Group, Resident Involvement Agreement Monitoring Group and Resident Involvement Group.

MVHA’s Three Year Action Plan

	Number
	Equality Strand
	Action
	Lead Officer/Team
	Timescale
	Outcome

	1
	All
	Carry out E&D survey of Board Members – aiming for 100% response
	Continuous Improvement
	By May 2010
	Full awareness of the Board make up. 

	2
	All
	Carry out E&D survey of staff members – aiming for 100% response
	HR
Continuous Improvement
	By June 2010
	Full awareness of the staff establishment make up.

	3
	Sexual Orientation
	Depending on the results Board & Staff surveys MVHA to consider sending out anonymous surveys to ensure overall percentage of minority groups is measured eg lesbian, gay and bisexual
	Continuous Improvement
	By Sept 2010
	Full awareness of the staff establishment make up.

	4
	All
	Increase monitoring of workforce statistic to a quarterly basis rather than annual one  - to show percentage of E&D strands in different roles, management level, earnings and career progression
	HR

Continuous Improvement
	From June 2010
	To ensure staff at every level in the organisation are representative of the travel to work area and have opportunity for career progression.

	5
	All
	Assess staff and board statistics against travel to work figures and setting targets for each E&D strand and monitor on a quarterly basis
	Continuous Improvement
	By Sept 2010
	Ensure staff and Board members are representative of travel to work area.

	6
	All
	Ensure recruitment & selection process is not bias and is accessible for all – review E&D profile of applicants and recruitment by segmentation group to ensure representative of community/travel to work profile
	Recruitment
	By December 2010
	Ensure staff are representative of travel to work area. To ensure applications are received and staff are appointed across all E&D strands.

	7
	All
	Investigate diversifying where jobs are advertised to encourage more applications from under represented groups
	Recruitment
	By April 2011
	To ensure applications are received and staff are appointed across all E&D strands.

	8
	All
	Complete 100% tenancy audit of all lead tenants and their households
	Housing Services
	By March 2011
	Full awareness of resident make up.

	9
	All
	Use upgraded Archouse Plus 1.1 system to check residents & their household’s relevant E&D data when they telephone the office 
	Continuous Improvement
	By May 2010
	All details held about residents and their households are up to date

	10
	All
	Ensure all letters are written through Archouse Plus 1.1 so that residents communication needs are automatically checked when a letter is produced.
	Continuous Improvement
	By June 2010
	Resident’s communications needs are always taken in to account by staff

	11
	All
	Carry out 20% tenancy audit update each year to ensure records are correct and updated where necessary
	Housing Services
	Ongoing from April 2011
	All details held about residents and their households are up to date.

	12
	All
	Hold monthly E&D inclusion group meeting involving staff, residents and Board members implementing agreed group action plan
	Continuous Improvement
	Ongoing from January 2010
	Staff, residents and Board members are fully involved in MVHA’s inclusion work.

	13
	All
	Carry out annual staff surveys, producing and implementing action plans from the findings in partnership with staff representatives
	HR
	Ongoing – next survey 2010/11
	To understand the needs and expectations of staff members.

	14
	All
	Hold bimonthly Staff Forum meetings, using these to consult on any changes to HR policy and practice
	Managing Director
	Ongoing
	To ensure staff members are consulted on any changes in HR policy and practice.

	15
	All
	Complete gap analysis on MVHA’s service against Housing Corporation best practice guidance notes producing and implementing an improvement plan.
	Continuous Improvement
	April 2010
	MVHA is meeting best practice requirements

	16
	All
	Complete gap analysis on MVHA’s service against TSA E&D standards once published producing and implementing an improvement plan.
	Continuous Improvement
	By September 2010
	MVHA is meeting TSA standards

	17
	All
	Complete gap analysis on MVHA’s service against CRE Code of Practice producing and implementing an improvement plan.
	Continuous Improvement
	April 2010
	MVHA is meeting the code requirements

	18
	All
	Complete a 100% E&D customer profile of leaseholders & shared owners
	Income Management
	Ongoing – complete by April 2011
	Full awareness of leaseholders make up.

	19
	All
	Update and formally re-launch MVHA’s Diversity guide to staff and contractors every 6 months as more data is available
	Continuous Improvement
	Ongoing – next edition due April 2010
	To ensure all staff and contractors are aware of the percentage of different minority residents groups living in our homes and how to work effectively with these groups.

	20
	All
	Develop an E&D communications strategy and accompanying communications guide for employees to use when communicating with residents
	Continuous Improvement
	By June 2010
	To ensure residents are communicated effectively with.

	21
	All
	Setting up training for all employees on how to access information on resident’s communication preference and to use helpful aids such as flash cards and phone stickers to ensure they are making full use of our range of communication issues.
	Continuous Improvement
	During 2010/11
	To ensure residents are communicated effectively with.

	22
	All
	Carry out annual Board and Residents representative E&D training sessions
	Continuous Improvement
	During 2010/11
	So Members and resident representatives have a better awareness of the issues facing a wide range of minority groups.

	23
	All
	Set up and run cultural awareness sessions for employees to help ensure we are aware of any religious or cultural traditions that our residents wish us to take into account when we are delivering services
	Training
	Ongoing throughout 3 years
	So staff members have a better awareness of the issues facing a wide range of minority groups.

	24
	All
	Ensure all training & development opportunities are equally available to all staff groups. Review training attendance by staff by diversity strand to identify any variance
	Training

Continuous Improvement
	Review by September 2010
	So all staff members have fair access to training courses including professional qualifications

	25
	All
	Investigate producing a DVD of our tenant handbook as an alternative to the written publication. The DVD will be designed to meet the needs of residents whose first language is not English, who may have a learning difficulty or disability, as well as people who have visual or hearing impairments or have low literacy skills
	Housing Services
	During 2011/12
	All residents are fully aware of their rights and responsibilities

	26
	All
	Provide floating support for older residents in general needs properties through the Mobile Support Officer team.
	Sheltered Housing
	Investigate through 2010/11
	To ensure older residents are supported

	27
	All
	Continue to play a full part in East Surrey Domestic Abuse Partnership, MARAC and Sanctuary Scheme.
	Housing Management
	Ongoing
	To ensure residents suffering from domestic violence are signposted to help and support

	28
	All
	Implement annual Community Development Plan activities
	Community Development
	Ongoing
	To ensure all residents have access to our community development activities.

	29
	All
	Implement annual Resident Involvement Plan activities.
	Community Development
	Ongoing
	To ensure all residents have access to our resident involvement activities.

	30
	All
	Set and monitor diversity goals for resident involvement. Demonstrate that service user groups are represented and actively engaged in reviewing how services are prioritised and delivered
	Community Development
	By June 2010
	To encourage more residents from minority groups to be involved in reviewing and prioritising our services

	31
	All
	Continue to encourage and support residents to become resident board members
	Community Development
	Ongoing
	To ensure Board members are representative of travel to work area.

	32
	All
	Complete gap analysis of respect agenda producing and implementing an improvement plan
	Housing Services
	Complete by June 2010
	To ensure our service meet the requirements of the respect agenda.

	33
	All
	Complete gap analysis against Equality Standard Level 2 producing and implementing an improvement plan
	Continuous Improvement
	By June 2011
	To ensure our services meet level 2 of the Equality Standard

	34
	All
	Request and analysis regular reports on how our partners are meeting equality objectives in terms of employment, training and service delivery
	Property Services
	From April 2010
	To ensure our partners are meeting current legislation.

	35
	Age
	Attract more older residents in our general needs homes to move to our sheltered housing schemes
	Housing Management/Voids & Allocations
	Ongoing
	To ensure older residents get the support require.

	36
	Age
	Attract a more diverse range of residents into our sheltered housing schemes
	Housing Management/Voids & Allocations
	Ongoing
	To ensure our sheltered housing service is accessible for all minority groups.

	37
	Age
	Actively engage with more young people through our resident involvement and community development activities.
	Community Development
	Ongoing
	Young people are involved and are helping to create successful integrated communities.

	38
	Age
	Develop an apprenticeship scheme for young people
	Property Services
	From April 2010
	To help young people to access employment and training

	39
	Age
	Develop new initiatives to be implemented to involve more young people in the governance structure through development of youth forums
	Community Development
	Ongoing
	Young people are involved and are helping to create successful integrated communities.

	40
	Age
	Monitor our recruitment practices to ensure we comply with the Employment Equality (Age) Regulations ensuring our policies encourage flexible retirement.
	HR
	By December 2010
	To ensure we are meeting current legislation requirements.

	41
	Disability
	Deliver additional disability awareness training for Board and Employees
	Training
	During 2010/11
	So staff and Board members have a better awareness of the issues facing disabled residents.

	42
	Disability
	Review of delivery of equipment and adaptations service with MVDC 
	Housing Services
	During 2011/12
	To ensure service is providing a fair and accessible service with adaptations being completed in a reasonable timescale for residents.

	43
	Disability
	Establish and maintain an up to date register of disabled adapted properties. Ensure our policy and procedure allows for the recycling of adaptations according to changing circumstances.
	Housing Services/Property Services
	By June 2010
	To ensure best use of adapted properties ensuring these are allocated as needed to waiting disabled residents.

	44
	Disability
	Complete DDA assessment improvement work
	Property Services
	By March 2011
	Disabled residents have full access to communal areas.

	45
	Disability
	Develop Access to Services and Communication Strategy in consultation with disabled residents
	Continuous Improvement
	By June 2010
	To ensure resident communication needs and preferences are taken into account.

	46
	Disability
	Implement sheltered housing transfer promises of installation of door entry systems and additional mobility scooter storage and re-charge points
	Property Services

Sheltered Housing
	Ongoing
	To ensure disabled residents are able to recharge and store electric scooters easily at sheltered housing schemes.

	47
	Disability
	Review disabled access to communal areas of estates and homes as part of estate inspections including assessment of physical and sensory impairment
	Housing Management
	During 2011/12
	Disabled residents have full access to communal areas.

	48
	All
	Develop an interface between our housing management system and our Decent Homes partners system to flag residents’ communication requirements and relevant E&D data.
	Property Services
	By March 2011
	Resident’s communications needs are address by Decent Homes’ partners.

	49
	Disability
	Consider adopting the social model of disability and design all of our services to operate on this model
	Continuous Improvement
	By March 2013
	The needs of disabled residents are addressed.

	50
	Gender
	Monitor the number of transgender people within the workforce and raise awareness of trans issues through the E&D Working Group
	HR

Continuous Improvement
	By December 2010
	The needs of transgender employees are continually reviewed and addressed.

	51
	Gender
	Establish mentoring programmes to encourage and support personal development and career progression
	Training

Managing Director
	During 2011/12
	Mentoring opportunities are open to all staff to help further personal development.

	52
	Gender
	Establish an employee support group for our Lesbian, Gay, Bisexual and Trans employees
	Continuous Improvement
	By June 2011
	The needs of Lesbian, Gay, Bisexual and Trans employees are continually reviewed and addressed.

	53
	Race


	Ensure that members of minority groups are more aware of employment opportunities at MVHA
	Recruitment
	By March 2011
	Ensure staff are representative of travel to work area. To ensure applications and staff are appointed are received across all E&D strands.

	54
	Race
	Support involvement from minority and ethnic residents including holding ‘discovery days’ to find out more about different cultural backgrounds of our residents
	Community Development
	During 2010/11
	Minority ethnic residents needs are being addressed

	55
	Race
	Work together with MVDC to co-ordinate services to gypsies and travellers living in Mole Valley & MVHA homes
	Housing Services
	During 2010/11
	Gypsy and traveller residents needs are being addressed

	56
	Race
	Further partnership working initiatives with local voluntary organisations and groups to gather information and to raise awareness of issues facing minority ethnic groups 
	Community Development
	During 2010/11
	Minority ethnic residents needs are being addressed.

	57
	Race
	Work with our contracting partners ensuring they report on how they are meeting equality targets in the services they deliver to residents on our behalf, and also in relation to their own recruitment practices
	Property Services
	From April 2010
	Resident’s individual needs are being address. Employees represent the travel to work area. 

	58
	Religion & Belief
	Share positive practice and deliver cultural awareness training alongside contracting partners to increase knowledge about cultural traditions and religious practices of local residents 
	Training

Continuous Improvement
	During 2011/12
	Residents cultural and religion practices are respected by all staff and contractors.

	59
	Sexual orientation
	Become Stonewall Diversity Champions and take part in Stonewall’s annual Workplace Equality Index. The Diversity Champions Programme is Britain’s good practice forum in which employers can work with Stonewall, and each other, to promote lesbian, gay and bisexual equality in the workplace.
	Continuous Improvement
	During 2011/12
	To ensure lesbian, gay and bisexual staff have equality in the workplace.

	60
	All
	Complete EIA programme of all MVHA service areas producing and implementing improvement plans
	Continuous Improvement
	Ongoing
	EIAs are systematically carried out for all policies and service areas.

	61
	All 
	Carry out EIAs on significant employment policies and procedures
	HR

Continuous Improvement
	Ongoing
	EIAs are systematically carried out for all policies and service areas.

	62
	All
	Monitor complaints and grievances by staff by issues including bullying, harassment or discrimination to test for any bias
	HR

Continuous Improvement
	By June 2010
	Identify any teams or managers requiring additional training to ensure individuals members of staff are not victimised or discriminated against.

	63
	All
	Monitor complaints by residents to test for any bias
	Continuous Improvement
	By June 2010
	Identify any service areas not providing fair and accessible service.

	64
	All
	All staff to attend training relating to identifying and reporting domestic violence in households visited.  
	Housing Services
	December 2010
	Residents suffering domestic violence are signposted to help and support.
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