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Providing quality homes and services to enhance later life

Background
PFH is a registered social housing provider, a registered charity and a member of the national
Almshouse Association, with nearly 1400 homes.
We are a local organisation, passionately seeking to deliver exemplary homes and services to
older people within our local communities. This strategic plan to enhance equality, diversity and
inclusion (EDI) within PFH reflects this context.
Our positive culture stems from holding a strong set of values, outlined on the next slide. We
embrace EDI and this commitment should be demonstrated in how we operate and how we
learn.
We believe that diversity and inclusion promotes creativity and innovation. It enables us to gain a
wider range of insights, ideas and perspectives, which helps us meet the needs of our customers
and our team effectively.
We believe that diversity is also critical in terms of governance, and we aim to create an
environment in which the talents of our customers and colleagues can flourish.

About us – our values

Context
•
•
•
•
•

Black Lives Matter
Charter for Social Housing Residents
NHF Insight Review
Code of Governance 2020
EDI evolution

EDI strategic aims
• To develop our culture ensuring openness, learning,
awareness and effortless tolerance of difference.
• To stand accountable and to proactively work on areas of EDI
where evidence suggests that we could do better.
• To stay relevant - acknowledging that EDI is dynamic constantly moving to reflect societal changes and civil rights
progression
• To develop approaches to EDI that enhance our services to
and opportunities for residents and our communities

Tailoring our approach to EDI
An approach which demonstrates an inclusive, tolerant culture through role
modelled behaviours, broad representation and actions that can be observed
throughout in the organisation.
The action plan is commensurate with our size and capacity, is data and
evidence driven. We have used new data tools developed by the National
Housing Federation, and has a straight-forward focus on addressing areas we
consider as being ‘deficits’ in living our values and demonstrating our
commitment to EDI.
We have used learning from our Housing Diversity Network and Housing
Quality Network memberships.
We are keenly awaiting the results from the 2021 census and this strategy will
be updated in 2022 to reflect this important new piece of insight.
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Our focus
We have used data analysis to identify areas of focus
•
•
•
•
•
•
•
•
•
•

4% of staff are from a BAME background
1.2% of residents are from a BAME background
People under 40 are under- represented within our staff team
Some of our resident and staff groups are disproportionately represented by women
Sexual and gender orientation is likely to be under reported in data capture exercises
No one who identifies as disabled participates at PFH Board level
We receive low numbers of applications for housing from members of the BAME communities or from
those who identify as having a disability
In 2020-21 no cases of hate crime or domestic violence were reported into PFH
We have limited information on representation and the approach to EDI demonstrated by our main
direct service contractors
We do not have a diverse, representative, resident voice influencing the organisation’s decisions
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PFH Equality and Diversity Policy Statement
1. Introduction
Pickering and Ferens Homes (PFH) is a non-profit making registered Housing Association, a
registered charity, and a member of the National Almshouse Association.
The association is subject therefore to the control and guidance of the Charity Commissioners and
The Regulator for Social Housing. In addition, the association complies with the Standards of
Almshouse Management.
PFH is a local organisation operating within Hull and the East Riding of Yorkshire and commits itself to
fairness and equality for all, operating with professionalism, integrity, and openness, and a belief that
everyone is entitled to be treated with dignity, respect and fairness, regardless of:
•
•
•
•
•
•
•
•
•

age
gender reassignment
being married or in a civil partnership
being pregnant or on maternity leave
disability
race including colour, nationality, ethnic or national origin
religion or belief
sex
sexual orientation

.
Our aim is to ensure that our policies and procedures do not knowingly create an unfair disadvantage
for anyone, directly or indirectly. Complying with various regulations is essential.
In recognising the value of diversity and promoting an inclusive culture, we are committed to equality
and fairness in all our activities. We accept our responsibility to challenge and reduce unfair
disadvantage by adapting our homes and services to make them accessible to our residents and
potential residents. PFH will ensure that we carry out the public service equality duty as set out in the
Equality Act (2010).
2. Responsibilities
Everyone at PFH has a responsibility to ensure that this policy is put into practice. We expect a
commitment from everyone to ensure that their action does not lead to unlawful discrimination.
The Board takes responsibility for:
•
•

Ensuring that everyone within the association complies with the ethos of respect and
fairness. Role modelling these behaviours.
Making resources available for training and implementation.
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•
•

Monitoring performance and agreeing corrective action where necessary.
Reviewing the Equality and Diversity Strategy (latest review May 2018)

The Chief Executive and the Senior Management Team are responsible for:
•
•
•

Monitoring to ensure that our commitment to equality and diversity is consistently applied
in all areas of work.
Ensuring that all staff are aware of the equality and diversity strategy, and about their own
specific roles and responsibilities in achieving its objectives.
Reporting to the Board as and when required.

PFH staff have a responsibility to ensure that they practice and promote equality and diversity in their
day to day activities. We work with a wide variety of organisations and individuals, such as
contractors, consultants and suppliers. Their support and co-operation to adhere to this policy is
essential.
Deliberate acts of discrimination, including victimisation, harassment, instruction, or pressure to
discriminate, will result in serious disciplinary action taking place possibly including dismissal of
employees and termination of contracts with external agents.
3. Practice
This policy applies to all activities, and especially in the following:
a) Corporate Commitment and Continuous Improvement
For our Equality and Diversity Strategy and Policy to be effective, everyone at PFH must know about
it. A copy of this policy is given to all employees and external agents. We provide appropriate training
for staff, and recognised resident’s associations in order, to ensure the effectiveness of our policy.
Service Improvement Reviews take into account equality and diversity concerns when considering
improvements to the way we deliver our services to customers.
b) Recruitment of Board Trustees
There is a written Recruitment Procedure for the appointment of Board trustees, which is fair and
transparent.
Board trustees are chosen based on their knowledge, skills and abilities to manage and take
responsibility for Pickering and Ferens Homes.
We invite all sections of the community to apply as Board trustees when vacancies occur and actively
seek engagement with members of under- represented groups.
c) Employment
All employees are appointed according to our written recruitment procedure, the intention of which is
to ensure that we have a wide range of applicants to choose from, and a fair selection process.
Additional responsibilities apply to those who recruit and/or manage staff to ensure that terms and
conditions of employment, including access to training, development and promotional opportunities,
and other benefits, do not unlawfully discriminate against any specific groups or individuals.
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In recognising the value of diversity, the aim is to ensure that the make-up of our work force reflects
the communities we serve.
d) Awarding contracts
Moral and legal obligations to promote fairness are put into practice when awarding contracts to
builders, consultants, and suppliers, in accordance with our written procedures for the appointment of
external agents.
When engaging external agents to work on our behalf, we will require their commitment to conduct
themselves in a manner which reflects the Association’s Equality and Diversity Policy.
Details of their own relevant policies will be required. SME businesses for example, which do not
have a current policy in place, are encouraged to adopt PFH’s Equality and Diversity Policy.
Decisions on contracts awarded will be based on objective criteria to assess the agents’ ability to carry
out work to required standards, timetables, and budgets.
e) Fair access to homes and services
As a social landlord it is important that our homes are available to all people in the communities in
which we work. The main aim of the Lettings and Allocations criteria, policy and procedures is to let
accommodation to those in greatest need. Allocations will be made to future beneficiaries in
accordance with the association’s Charitable Trust Deed, of the 28th December 2012 (under review
2020).
The association can provide access to interpreters for minority languages including sign language and
can organise written material in large print and Braille where necessary. Our offices, Retirement
Living Plus Schemes and Pop In Centres are wheelchair accessible. An induction loop has been
provided in the main reception area and board room at our main office.
The association also works in partnership with the local authority and others, to try to meet the
housing needs of older people in the community in which we work. We will also consider assisting
vulnerable groups who may fear harassment or hate crime, by incorporating design features to enable
people to feel secure.
Our website will be further developed to enable accessible features for people with sight or hearing
difficulties and translation needs.
f) Resident satisfaction
Our aim is to ensure that all residents are equally satisfied with the services we provide.
Surveys are undertaken to obtain information for further analysis, and to follow up with improvement
action.
g) Resident Involvement and Participation
We believe that resident involvement and consultation is at the centre of delivering quality homes and
designing services around the needs of customers. It is essential to ensure that flexible consultation
and participation methods are fully available.
We encourage all residents to join Residents Associations and expect membership of those groups to
reflect their local communities.
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The Resident Involvement Strategy allows all residents to have the same opportunities and to have a
say in how services provided by the association are designed and delivered.
h) Anti-social behaviour
PFH believes that no one should live in fear of harassment. By fully committing ourselves to ensuring
that effective action is taken against perpetrators of all forms of anti-social behaviour.
The following specific policies to ensure that residents are able to live in safe and secure
environments have been provided: •
•
•
•
•

Anti-Social Behavior
Harassment
Hate Crime
Safeguarding
Domestic Abuse

The Licence Agreement requires residents and members of their households and visitors, not to
harass, intimidate or create any nuisance. The Residents Handbook provides details of the above
policies and procedures and encourages residents to inform us of any breaches so that we can
investigate them.
Effective systems and resources are available to support victims and for acting against perpetrators. It
is equally important to provide the best possible support to victims. Training for staff is structural to
these policies.
4. Monitoring and Evaluation
The Board will monitor the effectiveness of practice against policy by a 3-year review of strategy and
policy and an annual review against an agreed improvement action plan.
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