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Our vision for Diversity is one where all our customers are able to 
access our services regardless of their age, disability, gender, race, 
religion or belief, or sexual orientation. Where our services are 
developed to meet the needs of our customers and where we have a 
positive impact on the communities where our customers live 
 

 
Gloucester City Homes is committed to 
eliminating unlawful discrimination and 
promoting equality of opportunity for all 
our tenants, leaseholders, residents, and 
both current and future employees.  We are 
working towards equal opportunities and 
diversity in both the way we provide 
services for our tenants and leaseholders, 
and in the way we recruit and employ staff.  
Our overarching principles support our 
commitment to:  
 

• Valuing diversity in the community we 
serve and in the workplace, recognising 
our legal and moral responsibilities to be 
fair. 

• Treating all tenants, customers, clients, 
employees and potential employees 
fairly and consistently.  

• Ensuring that no one is treated less 
favourably on the grounds of race, 
colour, gender, language, age, religion 
or belief, disability, sexual orientation, 
or any other grounds (as outlined in the 
Human Rights Act 1998), which cannot 
be justified. 

 

Key Achievements 2007/8 
• Collecting and maintaining comprehensive 

diversity information for 82% of our 
customers and using the information to 
review how we deliver our services and 
target our resources 

• Equality proofing all of our strategies, 
policies and procedures and putting 
systems into place to do the same for all 
future policies  

• Ensuring that staff at all levels in the 
organisation and in every team are 
involved in helping GCH to set and achieve 
challenging equality targets, through the 
development of an Equalities Steering 
group and Equalities Working Group 

• Developing the role of Diversity Champion 
within each team through monthly review 
meetings and ongoing training. 

• Providing Equality and Diversity awareness 
training for staff, Board and Customer 
Forum members 

• Reviewing how we consult and engage with 
hard to reach groups and customers with 
diverse needs resulting in the setting up of 
a Customer Equality Proofing Group and 
monthly Diversity focus groups. 

• Working hard this year to engage with all 
our customers in less formal more 
appropriate ways for example through fun 
days, action days, youth days, silver surfer 
days etc 

• Developing a robust suite of equality 
monitoring information to help us, and our 
partners set challenging targets and 
monitor progress. 

• Improving arrangements with current and 
future contractors/agents to ensure they 
comply with our equality standards 

All of this has helped us to attain level 2 of the equality standard and set us well on 
the way to attaining the ‘achieving’ level of the new standard in April 2009 
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Our commitment to Equality and Diversity is reflected in our 
vision, mission, values and strategic objectives:- 

 
 
 

 To be a 1st class social housing agency, delivering modern,    
 efficient, high quality customer-focused services so that we   
 can provide an excellent quality of life for our tenants &   
 leaseholders in their homes and their community       

 
 

To provide a better quality of life to every tenant and 
leaseholder of Gloucester City Homes by delivering 
exceptional services and providing decent homes in 
successful communities 

 
 

 
 
Pride  Integrity  Innovation  Quality 
 

 
 
 

PRIDE 
We will act responsibly and will 
enable our tenants & leaseholders 
to take pride in their homes and 
communities through effective 
service delivery. Equally, we are 
proud of our staff and will 
recognise their achievement and 
success.  We will work in 
partnership with the Council, our 
residents, staff and partners to 
build strong and successful 
communities 

INTEGRITY 
We will say what we do and do 
what we say, publishing clear 
standards, monitoring performance 
and providing efficient, value for 
money services. We will be a 
caring and responsible agency, 
respecting every tenant & 
leaseholder and every employee by 
being honest and fair in all our 
decisions. 

 
INNOVATION 
We will be creative and dynamic 
in delivering our services, 
anticipating tenant & leaseholder 
needs and planning accordingly. 
We will strive to be a national 
leader of excellence through 
challenging existing practices, 
working together as a team and 
never accepting mediocrity

QUALITY 
Our aim is to be the best social 
housing agency in the country, 
delivering outstanding customer 
service and looking to improve 
continuously.  We will listen; 
responding quickly and fairly to 
our tenants & leaseholders and 
employees needs to ensure we 
achieve our targets and standards 

Our Vision 

Our Values 

Our Mission 
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GCH has 8 strategic aims, which provide a clear focus and direction 
for the future. Within each of these is the understanding that our 
culture, based upon its values of pride, quality, integrity and 
innovation, will shape the way in which these aims will be delivered. 
 

 
 

o Being a customer driven provider of excellent services  

 

o Being a champion of diversity  

 

o Building strong partnerships that help us to make a real difference to 
the local communities in which we work 

 

o Delivering value for money and maximise the use of all our resources 

 

o Delivering excellence in our governance & management 
arrangements 

 

o Being a first class employer nurturing top performing people 

 

o Being responsible towards our environment to protect it for future 
generations 

 

o Achieving the long-term sustainability of the company through 
business growth 

             

Our Aims 
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What is Equality ?  
 
 
 
Equality protects people in minority 
groups from being discriminated 
against on the grounds of group 
identity, i.e. gender, race, ethnicity, 
disability, sexual orientation, age, 
faith or belief 
 
 
 
What is Diversity? 
 
 
Diversity is about recognising, 
respecting and valuing the 
differences between individuals 
within the workforce and among 
service users. 
 
It is about treating people according  
to their specific needs, and 
ensuring no individual or group is 
Disadvantaged by policies, services 
Or employment practices. 
 

 

Why is Equality and  
Diversity  important ? 
 
 
A commitment to Equality and 
Diversity helps the company: 
 
 
• Identify and remove barriers to 

accessing services, employment 
And choices 

 
• Prevent discrimination (direct and 

indirect) against any individual or 
group 

 
• Ensures services are tailored to 

people’s individual needs 
 
• Revise working practices and 

service delivery to ensure equal 
access to all 

 
• Comply with legislation 
 
• Fulfill Audit Commission Inspection 

recommendations and guidance 
 
• Comply with the Equality 

Standard for Local Government 
 
• Work towards excellence 

As highlighted in the Audit 
Commissions Key Line of Enquiry 
(KLOE) 31. 
 
 

Discrimination, Victimisation  
And Harassment 
 
 
Discrimination can be both direct 
and indirect. 
 
Direct discrimination can occur 
when an individual is treated less 
favourably than another, based 
on their sex, race, disability, sexual 
orientation, faith or belief, or age. 

h 
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Indirect discrimination can occur 
when applying a practice that 
disadvantages people of a particular 
group, and which cannot be justified 
as a legitimate means of achieving 
an aim. 
 
Victimisation can occur when an 
individual is treated less favourably, 
because they have acted in relation 
to a complaint about discrimination 
or harassment and, as a result, 
felt they were receiving negative 
treatment. 
 
Harassment is any form of 
unwanted or unwelcome behaviour, 
which creates an intimidating, 
degrading or offensive environment 
and violates a person’s dignity. 

 
 

 Equality Impact  
 Assessments 
 
Equality Impact Assessments are a 
way to make sure that employees 
think carefully about the likely 
impact of policies, procedures, 
strategies, functions and services on 
individuals or groups of people that 
access them. 
 
Their key purpose is to pre-empt the 
possibility that a proposed policy or 
service could affect individuals or 
groups unfavourably, and take the 
appropriate action to remedy it or 
take positive action to improve the 
situation for those groups that are 
most disadvantaged. 
 
The assessment helps ensure we 
do not discriminate in the way we 
provide services and employment 
and that, where possible, we do all 
we can to promote equality and 
good relations between different 
groups. 
 
 
Equality Impact Assessments are 
made up of two stages: 

Stage 1 
Screening policies or services to 
establish their relevance to equality. 
 
 
Stage 2 
A full assessment of policies and 
services identified as being relevant, 
to make sure they do not have 
adverse effects on any individuals or 
groups. 
 
Public organisations have a legal 
responsibility under equality 
legislation and the Key Lines of 
Enquiry (KLOE), to equality impact 
assess their policies and functions, 
and to set out how they will monitor 
and take action to address any 
possible negative impact on any 
individual or group. 
 
We have now completed Equality 
Impact Assessments for all policies 
and services and incorporated the resulting 
actions into the GCH Equality Action Plan. 
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Corporate Equality Plan 
 
 
We have an up to date Corporate Equality 
Plan. Which is reviewed on an annual basis 
 
It sits within our Equality Strategy and  
highlights our approach and commitment to  
Equality and Diversity. 
 
It is a requirement of the Equality Standard 
for Local Government and one of the key 
equality frameworks which Gloucester City 
Homes works within. 
 
Our individual equality policies and 
schemes form important parts of the plan 
and include action plans on how we will 
achieve our aims and objectives. 
 
 
 

Disability Equality Scheme 
 
 
Gloucester City Homes recognises that 
disabled people are more likely to be 
socially excluded and denied opportunities 
to exercise choice and fulfil their full 
potential. National evidence indicates they 
are more likely to experience poorer 
services, live in poverty, be in unsuitable 
housing, have fewer educational 
qualifications, and be out of work and 
experience prejudice and abuse. 
 
Consequently the company has adopted the 
social model of disability. This means that 
we believe that ‘disability’ is discrimination 
against disabled people, caused by 
physical, communication and social 
barriers. It is these barriers, which prevent 
disabled people from having equality in all 
aspects of life.  
 
The aim of the company’s Disability 
Equality Scheme is to:  
 
• Promote an inclusive approach by 

providing services as accessible to 
disabled people as other people 

• Offer disabled people greater access to 
information and services according to 
their needs 

• Allow disabled people to gain greater 
choice and say in the way the company 
provides services to them.  

 
The Disability Discrimination Act 1995 (DDA) 
protects disabled people in areas including:  
 

• Employment  

• Access to goods, facilities and services  

• Education  

• Buying or renting land or property   

 
This scheme sets out our position on 
disability and the duty to promote Disability  
equality. 
 
It also highlights how we will meet our 
duties under the Disability Discrimination 
Act (DDA) 2005 and includes an action plan 
 

 

Religion and Belief 
Equality Scheme 

 
Since December 2003 it has been unlawful 
to discriminate against a person on the 
grounds of their religion or belief in 
relation to employment and training.   
  
The Employment equality (Religion or 
belief) regulation defines religion and 
belief as being any religion, religious belief 
or similar philosophical belief. It does not 
include any philosophical or political belief 
unless it is similar to a religious belief.  
  
The regulations make it unlawful to 
discriminate against a person on the 
grounds of their religion or belief whether 
it is:  
 

• Direct/Indirect discrimination  

• Harassment /Victimisation   

• Discrimination or victimisation, even 
when the work relationship has ended.  
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This scheme sets out our position on 
Religion and Belief and the duty to promote 
equality. 
 
It also highlights how we will meet our 
duties under the Employment equality 
(Religion or belief) regulation and includes 
an action plan 

 
 

Sexual orientation 
 Equality Scheme 

 
 
Since December 2003 the Employment 
Equality (Sexual Orientation) Regulations 
2003 made it unlawful to discriminate 
against anyone, in relation to employment 
or training, on the grounds of their sexual 
orientation.  
  
Sexual Orientation is defined as:  
 
• Orientation towards the same sex 

(lesbian women and gay men)  

• Orientation towards the opposite sex 
(heterosexual)  

• Orientation towards the same and the 
opposite sex (bisexual)  

The Regulations makes it unlawful to 
discriminate a person on the grounds of  
their sexual orientation whether it is:  
 
• Direct/Indirect discrimination  

• Harassment/Victimisation  

• Discrimination or victimisation, even 
when the work relationship has ended.   

This scheme sets out our position on 
discrimination on the grounds of sexual 
orientation and our commitment to 
promote Sexual Orientation equality. 
 

 
 

 
 

Age Equality Scheme 
 
 

The Employment Equality (age) Regulations 
2006 outlaws discrimination on the grounds 
of a person’s age. The legislation, which 
came into force in October 2006, makes 
unjustified age discrimination in 
recruitment, training, promotion and 
dismissal unlawful.   
  
In line with Gloucester City Homes’ 
Equalities and Diversity Policy, the 
Company will not base employment 
decisions on preconceived ideas about age, 
rather than on skills and abilities. This 
would be to waste the talents of a large 
part of the population. The legislation on 
age discrimination covers the same types of 
discrimination, as do the regulations 
relating to religion and belief and sexual 
orientation.  These are direct and indirect 
discrimination, victimisation and 
harassment because of a person’s age.  
  
This scheme sets out our position on Sexual 
orientation and the duty to promote 
equality. 
 
It also highlights how we will meet our 
duties under the Employment Equality 
(Sexual Orientation) Regulations and 
includes an action plan 
 

 
Gender Equality Scheme 

 
 

Gloucester City Homes has developed a 
Gender Equality Scheme in response to the 
Equality Act 2006, which introduced a 
positive duty on public sector bodies to 
promote equality of opportunity between 
men and women and eliminate sex 
discrimination   
 
Gender equality applies to both men and 
women, whether they are young or old. It 
also includes transgender people but not 
lesbian, gay or bisexual people who are 
covered by separate legislation. Although 
gender equality applies to both men and 
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women, evidence shows that more women 
are discriminated against because of their 
gender than men.   
 
Our gender equality scheme sets out our 
position on gender and the duty to promote 
equality.  It also highlights how we will 
meet our duties under the Equality Act 
2006 and includes an action plan 

 
 

 

Race Equality Scheme 
 
 

The Race Relations (Amendment) Act 2000 
places a statutory requirement on the 
Gloucester City Homes to eliminate Racial 
Discrimination and promote equality of 
opportunity.  It requires us to develop a 
Race Equality Scheme in evidence and 
produce regular annual reports reviewing 
efforts and achievements against the 
scheme. 
 
The General Duty to Promote Race 
Equality   
 
As well as affirming our commitment to 
Equality and Diversity, the Race Equality 
Scheme sets out how Gloucester City Homes 
will promote Racial Equality ensure there is 
always ‘due regard’ to the need to: 

 
• Eliminate unlawful racial discrimination 

• Promote equality of opportunity 

• Promote good relations between people 
of different racial groups in all functions 
and policies 
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Contextual data 
 

The 2001 Census indicated that Gloucester 
had a population of almost 110,000, 
comprising of 48,000 households. This 
population is expected to increase both in 
real terms and in household numbers, such 
that by 2026 there will be 58,000 
households within the city1.  Single person 
households have grown over the past 
decade and now constitute over 29% of all 
households countywide. This trend is 
expected to continue. 51% of single person 
households are lone pensioners and this, 
together with the increasing lifespan of 
pensioners, is also projected to continue.  

 
92.5% of the city’s population is white, with 
the Asian community being the largest 
minority group at 2.8%. 20% of households 
in the city are headed by 25-34 years olds. 
Heads of households in Gloucester are 
younger than the national average. The 
percentage of households with dependent 
children stands at 31.4%, which is higher 
than the average for England and Wales 
(29.5%). Gloucester city has the highest 
proportion of lone parents in the county at 
almost 7% and over 26% of lone parents 
county-wide live in the social rented 
sector.2  
 
Approximately 6% of Gloucester’s 
households are overcrowded (2001 Census) 
but this varies considerably between wards, 
with 21.6% of Westgate’s households being 
overcrowded. 40% of households in 
Gloucester have someone with limiting 
long-term illnesses. 
 
Unemployment in the county is low but is 
concentrated in urban areas. Although 
lower than the average for England and 
Wales, successful HB applications are 
higher in Gloucester than elsewhere in the 
county.  
 
 

                                                 
1  DCLG 2004 based projection quoted in 
Housing Market Assessment 2008 
2  Figures quoted from Housing Market 
Assessment 2008 

 
 
 
The average house price in Gloucester rose  
to £168,816 in the second quarter of 2007, 
with entry-level prices rising faster than 
properties generally and it costs twice as 
much to rent privately in Gloucester as to 
rent in the social sector. 
 
There is a high demand for social housing 
within the City, with over 5,500 applicants 
on the waiting list and around 800 social 
housing tenants on the transfer list. The 
housing of families remains a high priority 
for the Council and the shortage of family 
housing is now acute. In 2007/08 two bed 
houses averaged one per month, with three 
bedroom houses averaging less than four a 
month and four bedroom voids averaging 
one per quarter within the Council’s own 
stock.  
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2007/08 Equality Monitoring Framework 

 

We are further developing our Equality performance indicators. These figures 
will be used as a baseline to compare data each year, monitor progress and help 
us identify improvements across the organisation  

Employment 

 

Indicator  

 

Oct 2008 

% 
% of BME staff  11.5 
% of female staff 65.6 
% of disabled staff  7.3 
% top 5% earners who are women 25 
% top 5% earners who are BME 0 
% top 5% earners who are Disabled 25 
% BME managers/team leaders  4 
% Female managers/team leaders 75 
% Disabled managers/team leaders 8 
% of leavers who are from a BME background 12.5 
% of leavers who are female 75 
% of leavers who are disabled 0 
% of BME staff involved in grievances 1 
% of female staff involved in grievances 0 
% of disabled staff involved in grievances 0 
% of BME staff subjected to disciplinary action 0 
% of female staff subjected to disciplinary action 0 
% of disabled staff subjected to disciplinary action  0 
% of staff who have received equalities training 92 
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Tenant profile 

 

Indicator  

 

Oct 2008 

 

Target 
% of tenancies where diversity information held 82  95 
% of BME tenants  7.97  
% of Disabled tenants 53.21  
% of tenants over 65 years old 40.10  
% of tenants under 25 years old 4.72  
% of 18 – 25 year old tenants actively involved 8 5 
% of 26 – 59 year old tenants actively involved 42 44 
% of 60+ year old tenants actively involved 37 48 
% of Disabled tenants actively involved 26 47 
% of reported hate crimes resulting in further 
action from GCH 

100 -  2 / 2 100 

% of racist incidents resulting in further action 
from GCH 

100 -  2 / 2 100 

Satisfaction with Service – BME tenants 69 84 
Satisfaction with Service – all tenants 75 84 
Satisfaction with participation – BME tenants 55 75 
Satisfaction with participation – all tenants 67 70 
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 GCH works within a variety of Equality Frameworks  

 

Legislative Framework 

 
As a public sector organisation, 
GCH is legally obliged 
to promote equal opportunities 
and work within the boundaries 
of Equality and Diversity laws, 
regulation and guidance. 
This includes age, gender, disability, 
race, ethnicity, faith and sexual 
orientation. 
 
Relevant legislation includes: 
 
• Equality Act 2006 
• The Employment Equality (Age) 

Regulations 2006 
• The Racial and Religious Hatred 

Act 2006 
• Disability Discrimination Act 2005 
• The Employment Equality (Sex 

Discrimination) Regulations 2005 
• The Race Relations (Amendment) 

Act 2000 
• Human Rights Act 1998 
• The Equal Pay Act 1970. 
 
This list is not exhaustive. 
 
The Equality Bill will ultimately 
replace all existing equality laws. 
It is intended that the Equality 
Bill, supported by secondary 
legislation and additional nonstatutory 
measures, will “strengthen 
protection, advance equality and 
‘declutter’ the law”. 
 
For public organisations, the Bill will 
provide for: 
 
• A new single Equality Duty 

applying to race, disability and 
gender, age, gender reassignment, 
sexual orientation and religion or 
belief 

 
 
• Annual reporting on rates of pay 

by gender and employment of 
people from ethnic minorities and 
disabled people. 

 
The Bill will also: 
 
• Enable the phasing in of laws 

prohibiting age discrimination for 
people over 18 in access to public 
and private sector goods facilities 
or services 

 
• Broaden the scope for positive 

action, enabling an employer to 
select a person from an underrepresented 
group in a tie-break situation 

 
• Strengthen enforcement and 

protection against discriminatory 
practices. 
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Key lines of enquiry (KLOE) 
 
GCH uses the Audit Commission’s 
KLOE framework to help measure 
our progress towards delivering 
excellent services in relation to 
Equality and Diversity as outlined 
in the guidance documents that 
support the KLOE. 
 
The purpose of the KLOE is to 
ensure that services address the 
different needs of customers. 
 
It makes references to legislation 
and equality surrounding age, 
ethnicity, faith, disability, sexual 
orientation, gender, age, Gypsies 
and Travellers, refugees and migrant 
workers. 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
The KLOE covers six key areas: 
 
• Corporate culture and governance 

- the development of policies and 
procedures relating to the needs 
of diverse communities and service 
users 
 

• Access and customer care - 
accessibility of customer access 
points, promotion of adaptations 
and employee competency using 
various communication techniques 
 

• Service user involvement - 
awareness of the diverse customer 
groups involved in influencing 
services, and understanding of the 
needs of different groups 
 

• Partnerships - understanding of 
community cohesion and social 
inclusion 
 

• Harassment and domestic 
violence - working with the 
community to tackle harassment 
and promote positive attitudes 
 

• Legislation - awareness of 
responsibilities under new and 
developing legislation, and 
adaptation of policies to reflect 
changes in legislation. 
 
Additionally, there are three other 
consistent themes: 
 

• Understanding the customer 
• Tailoring the service 
• Providing leadership.
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Equality Standard for Local 
Government (ESLG) and the 
New Equality Framework 
 
In March 2008, we 
achieved the Equality 
Mark (Level 2) of the 
Equality Standard for Local 
Government (ESLG). 
 
The ESLG sets out a framework for 
us to mainstream and audit equality 
across service areas. 
It also helps us to meet our legal 
obligations and ensure that 
antidiscrimination 
laws are considered. 
 
The ESLG contributes towards 
assisting the company in developing 
a quality service to its customers, 
regardless of their age, gender, 
faith, ethnicity, sexual orientation or 
disability. 
 
IDEA has recently revised the 
framework and has developed a New 
Equality Framework for Local Government. 
 
GCH will be assessed against the new 
framework in April 2009. There are now 
three levels :-  Emerging, Achieving and 
Excellence  (Level 3 being the equivalent to 
Achieving.) 
 
The new framework will continue 
to use a broad definition for 
equality, but will now reflect the 
new place shaping role Public 
organisations now have and the 
importance of partnership working. 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
In addition to the four areas the 
previous standard concentrated on: 
corporate leadership, stakeholder 
consultation, improved service delivery, 
and diverse workforce, 
a fifth area titled ‘knowing your 
communities’ is also included. 
 
We aim to attain the achieveing level by 
April 2009 and excellence by the end of 
2010. 
31
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Access to Services 
 
GCH provides a range of support 
mechanisms to ensure equality of 
access. 
 
These include Language Line, 
Browse aloud, translation and interpreting 
support, hearing induction loops, DDA 
compliant offices, and increased provision 
of home visits. 
 
Every customer has a right to access 
the information and services we 
provide and GCH is committed to 
providing equal access for all  
 
We continue to collect customer 
profile information at every 
opportunity and are making 
progress towards achieving profile 
data on 100% of our tenants and 
leasholders. 
 
 
 

 
 
The data has been used to produce 
targeted surveys, invite specific 
tenants to meetings, to identify 
customers’ communication needs, 
assess satisfaction with services and 
identify areas for improvement. 
 
The profile data provides us with 
a clear picture of our customers’ 
needs and requirements and helps 
us to plan for the future and tailor 
services according to peoples’ 
particular needs. 
32 
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Key Equality plans for 2009

 

o Development of a Youth Forum and Youth page on the GCH website 
 

o Development of Equalities e learning packages for staff, which we 
can share with other organisations 

 

o Run a series of cultural awareness sessions for staff and develop an 
Employee Diversity Resource to provide staff with the information 
they need to provide appropriate services to customers. 

  

o 2 professional traineeships including one for a disabled person 
 

o Provide a range of work experience placements for trainees from the 
National Star Centre 

 

o Attain the ‘achievement’ level of the new Equality Framework 
 

o Establish a range of Housing Surgeries to establish the views and 
needs of customers from hard to reach/minority groups in venues 
where people from the community already meet. 

 

o Embed and further develop our Equalities Monitoring Framework and 
extend this to our partners 
 

o Undertake an equal pay review and plan for any equal pay 
adjustments 

 

o Review and develop our Lifestyle friendly policies to help employees 
get the balance right 

 

o Develop and deliver a range of training and development 
opportunities for tenants including training for young people on how 
to sustain a tenancy. 
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Gloucester City Homes driving Equality 




