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1. Policy Purpose & Aim 

This policy sets out how the ExtraCare Charitable Trust (‘ExtraCare’) approaches equality, 

diversity and inclusion. 

We encourage all our staff and residents to treat everyone with respect and to create an 

environment where our staff feel comfortable bringing their best/real selves to work and our 

residents are comfortable being themselves in their community.  

Equality means that everyone is treated fairly and that no one is discriminated against for any 

reason. Everyone has access to the same opportunities. The intention is one of fairness, 

recognising the needs of individuals and equality of opportunity with the desired outcome 

being to remove discrimination. Diversity is the range of individuals throughout our staff, 

resident and volunteer population. This includes gender, ethnicity, age, sexual orientation, 

religion and people with disabilities. The intention is to recognise and respect differences with 

the desired outcome being an environment that reflects the needs of the diverse sections of 

our society. Inclusion means that everyone feels like they are a valued and accepted as part 

of the ExtraCare community.  

 

We want all ExtraCare villages and schemes to be welcoming places that residents enjoy 

living in and where their families, friends and the local community can enjoy the facilities when 

they visit. We are committed to upholding the highest standards of equality, diversity and 

inclusion and we will therefore seek to ensure everyone regardless of their ethnicity, religious 

beliefs, sexual orientation, gender identity or disability feels welcomed in ExtraCare. We will 

challenge residents, employees, volunteers, visitors and suppliers whose behaviour does not 

respect the diversity of our charity.   

Our Equality, Diversity and Inclusion (EDI) vision is ‘Better Lives – where everyone is valued 

as part of their ExtraCare community.’ 

 

2. Objectives  

The objectives of this policy are to:  

 

• Create a high quality living and working environment throughout our Charity, which is 

open and welcoming to all; 

• Protect our residents, employees, volunteers, visitors and suppliers from discriminatory 

and otherwise unwanted behaviour by ExtraCare employees; 

• Delivery a high service to all our residents, employees, volunteers, visitors and suppliers;  
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• Inform and educate residents, employees, volunteers, visitors and suppliers of our EDI 

vision and expected behaviours; 

• Encourage all individuals and organisations with whom we have connections to respect 

our commitment to equality, diversity and inclusion; and 

• Ensure ExtraCare’s practices are compliant with the Equality Act 2010. 

 

3. Scope of Policy 

The rights and obligations set out in this policy apply equally to all employees, whether part 

time or full time on a substantive or fixed-term contract, and also to associated persons such 

as volunteers, secondees, agency staff, contractors and others employed under a contract of 

service.   

This policy also applies to residents. Our relationship with them is governed by our Community 

Charter 2018.  

Everyone has a personal responsibility for the application of this policy. As part of our 

induction, all employees and associated persons (see above) are expected to read and 

familiarise themselves with this policy and ensure that this policy is properly observed and fully 

complied with.  

 

4. Responsibilities 

Board, ELT and 

Managers 

The CEO is the overall lead for the application of the  EDI policy 

and the Head of People is the operational lead. 

 

Trustees, Executive Leadership Team and Managers are 

responsible for:  

  

• Leading by example in eliminating discrimination and using 

diversity to its greatest potential to provide better services and 

fulfilling employment opportunities; and   

  

Supporting ExtraCare’s residents, employees, volunteers and 

visitors in upholding the aims of this policy. 
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Employees, 

volunteers and agency 

staff  

Employees, volunteers and agency staff are responsible for:   

  

• Undertaking relevant training/briefing to maintain and improve their 

knowledge and promoting good practice amongst others; and   

  

• Making our facilities, services and resources responsive and 

accessible to the varying needs of communities and individuals.   

 

Residents Residents and others who receive services from ExtraCare are 

responsible for:   

  

• Complying with the Community Charter (2018) and abiding by their 

tenancy or leasehold agreement in respect of equality and 

diversity.   

 

Suppliers Suppliers, Partners and Sub-Contractors, Suppliers are 

responsible for:  

   

• Being aware of ExtraCare’s equality, diversity and inclusion policy 

and legal duties as well as those of their own organisation.  

 

All All Trustees, residents, employees, volunteers, visitors and 

suppliers have legal duties and responsibilities to comply with the 

Equality Act 2010. When residing at ExtraCare premises, taking 

part in ExtraCare activities and/or acting on ExtraCare’s behalf, 

they are also required to comply with the ExtraCare Equality, 

Diversity and Inclusion Policy.    

All Trustees, residents, employees, volunteers, visitors and  

suppliers  are responsible for:  

  

• Treating each other and third parties with dignity and respect at all 

times (in all types of communication) and considering what may 

cause offence to somebody else;   

  

• Contributing to having a working environment, and living/leisure 

environment that is without discrimination, accessible, welcoming 

and free of harassment, bullying and victimisation; and   
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• Challenging what they consider to be unacceptable behaviour, and 

taking personal responsibility to make appropriate changes, 

seeking help where necessary.   

 

 

 

5. Monitoring & Review 

The success of this policy in delivering its aims and ensuring that ExtraCare complies with the 

Equality Act 2010 will be monitored by ExtraCare.  

This policy will be subject to a full review at least every three years.  

We will periodically monitor this policy to judge its effectiveness and we will update it if there 

are any changes in the law. In particular, we will monitor the ethnic and gender composition 

of our existing workforce and job applicants (including promotion), and the number of people 

with disabilities within these groups, and will review policy in line with the results shown.  

 

6. Risk Management 

Our Board has a minimalist risk appetite for legal and regulatory compliance. The risk of the 

policy not being implemented successfully links to Strategic Risk 2 of the Strategic Risk 

Register ‘failure to align our people and culture undermines the delivery of strategic goals and 

corporate plan objectives, targets and commitments.’ There is also the risk of complaints and 

employment disputes if policies and practices are inadequate and do not comply with 

employment law. 

 

Mitigation against these risks include the provision of training for staff and volunteers and 

increased communication and engagement around our EDI vision and commitment. 

 

7. Statement of Commitment  

We are committed to promoting equality, diversity and inclusion. We will encourage a culture 

that actively values difference and recognises that people from different backgrounds and 

experiences can bring valuable insights to our charity and enhance the way we work. We want 

ExtraCare to be an inclusive organisation, committed to providing equal opportunities 

throughout its employment practices as well as its service delivery, and to pro-actively tackling 

and eliminating discrimination.  
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8. Additional arrangements 

8.1 The law 

8.1.1 Protected Characteristics 

The Equality Act 2010 highlights 9 protected characteristics:  

• Age;  

• Gender;  

• Race;  

• Disability;  

• Religion;  

• Pregnancy and maternity;  

• Sexual orientation;  

• Gender reassignment; and  

• Marriage and civil partnership.  

  

Discrimination means treating a person unfairly because of who they are or because they 

possess certain characteristics. 

Discrimination that occurs because someone has or is associated with someone who has one 

or more of the above characteristics is unlawful under the Equality Act.  

If someone is being treated differently from other people only because of who they are or 

because they possess certain characteristics, they may have been discriminated against. 

People with multiple characteristics (such as a gay person with a disability) may experience 

multiple levels of discrimination.  

8.2 Types of Discrimination 

The different types of discrimination covered by the Equality Act are:  

8.2.1 Direct Discrimination   

This is where someone is treated less favourably than another individual would be treated in 

the same situation due to their protected characteristics.   

https://www.eoc.org.uk/the-equality-act/
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Example: A manager is recruiting a new member of the care team. Before conducting any 

interviews and choosing the best person for the job, they have already decided that they won’t 

recruit anyone who is a man into the position.    

In very limited circumstances, employers can directly discriminate against an individual for a 
reason related to any of the protected characteristics where there is an occupational 
requirement. The occupational requirement must be crucial to the post and a proportionate 
means of achieving a legitimate aim. 

8.2.3 Indirect Discrimination   

This is where a condition, rule, policy or practice applies to everyone but particularly 

disadvantages a group of people who share a protected characteristic without there being an 

justifiable business need for this.   

Example: An employer has a policy which states reception staff aren’t allowed to cover their 

hair. This policy applies to everyone, but particularly disadvantages practicing Muslim women 

who wear a hijab in public. Unless the employer can specifically justify the policy, this is likely 

to be considered indirect discrimination on the grounds of religion.  

8.2.4 Discrimination by Association   

This is a form of direct discrimination against someone because they are associated with one 

or more others who possesses a protected characteristic.   

Example: A candidate has her job offer withdrawn after revealing she has a disabled child with 

complicated care needs. The withdrawal of the job could be discrimination because of her 

association with a disabled person and the manager’s assumptions about how this might 

impact on her capability to do the job.  

8.2.5 Discrimination by Perception   

This is a form of direct discrimination whereby a colleague believes that another colleague 

possesses a protected characteristic and discriminates against them because of that 

'perceived' characteristic.   

Example: A colleague is being excluded from team social activities and is the victim of 

inappropriate name calling because the team assume they are gay and do not ‘fit’ in the team 

culture. This could be considered discrimination by perception, regardless of whether or not 

the colleague is in fact gay.    

8.2.6  Bullying and Harassment  

Harassment is where there is unwanted conduct, related to one of the protected characteristics  

(other than marriage and civil partnership, and pregnancy and maternity which are covered by 

direct  discrimination provisions in the Equality Act 2010) that has the purpose or effect of 



 

Policy Name EDI Policy 

Version No.  2 

Approval Date  

Category  Corporate  

Classification 
 

Internal  

 

  

 
This is a controlled document.  Once printed, it is the responsibility of the person holding the paper document to 

ensure the most up-to-date version is used. 
 

The copyright of this document belongs to The ExtraCare Charitable Trust and must not be reproduced in any 
form without permission. 

9 

violating a  person's dignity; or is reasonably considered by that person to create an 

intimidating, hostile,  degrading, humiliating or offensive environment. It does not matter 

whether or not this effect was intended by the person responsible for the conduct. 

Bullying is generally considered to be a type of harassment, often involving misuse of power, 

which has the effect of undermining or insulting or ridiculing or demeaning or isolating 

someone or setting them up to fail or other forms of unfair treatment.   

Bullying and harassment is behaviour that can happen face to face, by letter, email or phone 

and that makes someone feel intimidated or offended, and includes: spreading malicious 

rumours; treating someone unfairly; picking on or regularly undermining someone, or 

denying someone training or promotion opportunities.   

  

Harassment related to any of the nine protected characteristics is against the law.   

Example: A group of black workers encounter derogatory name calling, racist jokes and 

abusive language from their colleagues. The behaviour is offensive and creates an intimidating 

atmosphere in the workplace. This is unlawful harassment.   

8.2.7  Victimisation  

Victimisation means treating someone badly because they have done (or are thought to have 

done or are planning to do) a protected act. A protected act is:   

• Making a claim or complaint of discrimination (under the Equality Act);  

• Helping someone else to make a claim by giving evidence or information; 

• Making an allegation that you or someone else has breached the Act; and 

• Doing anything else in connection with the Act.  

 

Example: A manager excludes a team member because he thinks she supports a fellow team 

member’s sexual harassment claim. This will be unlawful victimisation under the Equality Act. 

 

8.3 How this policy applies to ExtraCare employment practices  

This policy applies to all conduct in the workplace (head office, locations and shops) and also 

to conduct outside of the workplace that is related to your work (e.g. at meetings, social events 

and social interactions with colleagues) or which may impact on ExtraCare’s reputation (e.g. 

the expression of views on social media, contrary to the commitments expressed in this policy, 

that could be linked to ExtraCare).   
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We will strive to avoid unlawful discrimination in all aspects of employment including 

recruitment, promotion, opportunities for training, pay and benefits, discipline and selection for 

redundancy. We will monitor the ethnic, gender and age composition of the existing workforce 

and of applicants for jobs (including promotion), and the number of people with disabilities 

within these groups, and will consider and take any appropriate action to address any 

problems that may be identified as a result of the monitoring process. 

We set out below some specific areas of application:  

8.3.1 Recruitment and selection  

ExtraCare aims to advertise job opportunities as widely as possible and welcomes all 

applications. Candidates for employment or promotion will be assessed objectively against 

the requirements for the job, taking account of any reasonable adjustments that may be 

required for candidates with a disability. Interview panels will always comprise more than one 

person and will be gender balanced where possible. The skills, qualifications and experience 

of each applicant are considered against the role profile and person specification to find the 

most suitable candidate, whatever their background or personal circumstances. Colleagues 

are promoted based upon their ability, skills and experience which are assessed against the 

role profile and person specification. 

In some cases internal applicants whose job is at risk of redundancy, or who need to be 

redeployed due to health or disability reasons may be considered before a job is advertised 

more widely.   

8.3.2 Working conditions and terms of employment   

ExtraCare will not tolerate any form of discrimination, harassment, bullying or victimisation, 

including on the basis of any protected characteristic such as race, age, sexual 

orientation, gender reassignment, disability, gender, etc. All of our employment policies 

are applied consistently, and any form of unacceptable behaviour will be managed in line with 

our Disciplinary Policy.   

ExtraCare accommodates cultural and religious practices where these are reasonably 

practical, where they can be accommodated without jeopardising the needs of the organisation 

and the residents, and where there is no conflict with other legislation, e.g. health and safety.  

If a colleague becomes disabled or has any other change in circumstance during their 

employment with ExtraCare, where possible reasonable adjustments will be made to enable 

them to continue in their role. If this is not possible we will seek wherever possible to redeploy 

the colleague into an alternative role suited to their skills, experience and ability.   
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8.3.3 Training and development  

All colleagues must complete mandatory Equality and Diversity training as part of their 

Induction and as required during the course of their employment. 

We provide training in equal opportunities and diversity and inclusion to managers and 

anybody else likely to be involved in recruitment or other decision making processes. Such 

training will address the steps that decision-makers can take to avoid unconscious bias. 

In addition, all colleagues have access to training and development opportunities to support 

them in achieve the standards required for their job, improving their performance and learning 

new skills.   

The performance and development review (PDR) process ensures all colleagues are clear 

about their job role, responsibilities and objectives; and identifies individual training and 

development needs.  

8.4 How this policy applies to ExtraCare service delivery  

8.4.1 Identifying resident needs  

ExtraCare actively promotes a person-centred approach to residents to ensure their physical 

and mental needs are understood and met. This is fundamental to our approach in delivering 

equality and diversity in the provision of our services. We expect everyone who works for 

ExtraCare to support this approach and to actively contribute to delivering it to all our residents, 

volunteers and visitors.  

8.4.2 Community building 

We build our villages and schemes to be suitable and welcoming to all people, regardless of 

their health, wealth or background. We aim to attract local people into our locations, so we 

create communities which reflect the demographic make-up of the surrounding area. This is 

reflected in our balanced communities policy. Our sales marketing process is aimed at a wide 

audience. As a provider of retirement accommodation, we do operate an age restriction, with 

only those over the age of 55 being able to move into our locations. This is in accordance with 

the lawful age exemption for retirement housing providers, and is therefore not an example of 

unlawful discrimination.   

8.4.3 Care and wellbeing 

We offer annual wellbeing assessments to ensure we understand the specific individual 

circumstances of our residents, regardless of their care needs. We undertake wellbeing and 

care assessments in a context of equality and inclusion and services will be adapted to meet 

those requirements so that no-one’s needs are compromised through inequality or 

discrimination.  
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8.4.4 Property 

It is in the interests both of our customers and ExtraCare that our properties are as accessible 

as possible. We promote accessible homes for our residents in the following ways:  

• Our properties are built to be accessible, with apartments featuring wide doorways to 

accommodate wheelchair access, wet rooms rather than shower trays and spacious 

hallways to facilitate easy access into all rooms; and  

• Ensuring that the accessibility of our locations, (both residents’ apartments and the 

adjoining communal areas) are assessed as part of our property surveys. The outcomes 

from these surveys drive our future investment decisions.   

 

8.4.5 Allowing residents to have a say in shaping our services   

ExtraCare has a strong commitment to involving residents in the shaping of our services, as 

per our Customer Involvement Policy.  

Location Residents’ Associations are actively involved in the running of the location. In 

addition, each location has a representative on the Residents’ Forum, which holds regular 

meetings with the ExtraCare Executive, allowing them a voice on how we deliver services and 

promote equality, diversity and inclusion.   

8.4.6 Suppliers and contractors   

All of ExtraCare’s contractors and suppliers are expected to promote equality and diversity in 

their own practices. As part of the tender process and general supplier set up procedure,  

suppliers are required to complete a declaration confirming that their employment practices 

comply with the Equality Act 2010.   

 

8.5 Taking action against behaviour that is in breach of this policy  

Any accusation of bullying, harassment or discriminatory behaviour will be taken seriously. If 

an employee feels they have seen, heard or experienced such unwanted behaviour (either as 

a witness or a victim) they should speak to their line manager in the first instance. Where it is 

not possible to resolve a complaint in an informal manner, then the formal grievance procedure 

should be followed, in accordance with our Grievance and Bullying and Harassment Policies.   

If the unwanted behaviour is seen, heard or experienced by others, such as residents, visitors 

or volunteers, they are encouraged to report this to the manager of the location where the 

behaviour was witnessed, so they can resolve or escalate the matter. 

 

Allegations of potential breaches of this policy will be treated seriously through the appropriate 

policy. Employees, residents or volunteers who make such allegations in good faith will not be 

victimised or treated less favourably as a result. However, false allegations of a breach of this 
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policy which are found to have been made in bad faith will be dealt with under ExtraCare’s 

disciplinary procedure.   

Whether or not a complaint is raised formally, action will be taken quickly and professionally 

to put a stop to it, and appropriately deal with those concerned.   

If, after investigation, ExtraCare decides that someone has acted in breach of this policy they 

may be subject to disciplinary action up to and including dismissal and referral to the relevant 

authorities.  

 

8.6 Data on ExtraCare’s stakeholder population  

We use data collected about our residents, employees and volunteers to help us understand 

who we are providing services to and ensure that access to services and facilities is happening 

in a fair and consistent way. We do so in compliance with the General Data Protection 

Regulation, GDPR. We treat personal data collected for reviewing equality of opportunity in 

recruitment and selection in accordance with our data protection policy. Information about how 

data is used and the basis for processing is provided in our privacy notice.  

 

9. Other Relevant ExtraCare Policies & Documents 

General • Corporate Plan 2022-27 

 • Equality, Diversity and Inclusion Strategy 

Related Policies • Health and Safety Policy 

• Bullying and Harassment Policy 

• Procurement Policy 

• Grievance Policy 

• Disciplinary Policy 

• Balanced Community Policy 

• Customer Involvement Policy 

• Attendance Management Policy 

• Whistleblowing Policy 

• Data Protection Policy 

• Complaints Management Policy 

• Recruitment Policy 
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• Safeguarding Policy  

Work 
Instructions 

• None 

 

 

10. Relevant Legislative & Regulatory Requirements  

 

Legislation Regulation Guidance 

Equality Act 2010  

 

  

Health & Safety at Work 
Act1974   

  

Human Rights Act 1998     

 

 

 


