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Dr PJP Holden and Partners. 
 

 
8 Imperial Road . Matlock . Derbyshire . DE4 3NL 

 
 

EQUALITY & DIVERSITY POLICY 
 
1. Policy Statement  
 

The Practice is committed to providing the dignity, privacy, equality and independence 
to its patients and staff. We therefore wholeheartedly accept our legal obligations under 
the legislation, identified below, which makes it generally unlawful to discriminate 
directly or, indirectly in any aspect of the practices business on the grounds of: 

 

• Age,  

• Disability,   

• Gender Reassignment 

• Marriage & Civil Partnership 

• Pregnancy and Maternity,  

• Race ( which includes  colour, nationality and ethnic or  national origins )  

• Sexual orientation 

• Sex 

• Religion or belief 
 

We also undertake not to discriminate unfairly on the grounds of trade union 
membership and activity, political or religious belief and unrelated criminal convictions. 

 
There are two types of discrimination that are unlawful: direct and indirect 
discrimination.  

 
Direct discrimination is where a person is treated less favourably because of their 
race, sex, disability, sexual orientation, religion or belief, or age. 

 
Indirect discrimination is where the employer applies a practice, requirement or 
condition which applies equally to all individuals, but which: 

 

• Has an adverse disproportionate impact on a group of people because of their 
race, sex, disability, sexual orientation, religion or belief, or age and 

• The employer cannot show it to be justified, and 

• It causes detriment to the individual. 
  

Selection for employment, promotion, training or any other benefit will be on the basis 
of aptitude and ability. 

 
Every employee is entitled to a working environment which promotes dignity and 
respect to all. No form of intimidation, bullying, harassment or victimisation will be 
tolerated. 



 

Page 3 of 9 
 

 

We are committed to implementing equality of opportunity in carrying out all its various 
functions.  We are committed to the development of effective policy, strategy and 
standards and to the introduction of monitoring and information systems to review and 
evaluate progress towards the achievement of equality of opportunity. 

 
We recognise the effects of historical disadvantage and past discrimination, and will, 
where appropriate and within the law, take positive action to achieve equality of 
opportunity. 

 
We believe much can be achieved by developing policies, practices and procedures to 
eliminate unlawful and unfair discrimination and realise that real progress toward 
equality of opportunity requires a programme of action, which involves the commitment 
and participation of all staff. 

 
We believe that equal opportunities require a genuine commitment to this policy from 
everyone. For us this also has a duty to adhere to the key guidance in establishing, 
monitoring and evaluating our responses to the Equality Act, Disability Discrimination 
Act [DDA]; Sex Discrimination Act and Race Relations Act and all Amendments related 
to those Acts. 

 
All members of staff together with those involved in all activities are required to conduct 
themselves in accordance with our Equality and Diversity Policy. They are required to 
take personal responsibility in this area and work towards promoting respect for 
individuals. This will entail identifying and removing inappropriate behaviour and 
changing practices which perpetuate inequality and taking necessary action to 
challenge unfair, discriminatory or racist practices. 

 
Members of staff can be held personally liable as well as, or instead of the Practice, for 
any act of unlawful discrimination. Staff who commit serious acts of harassment may be 
guilty of a criminal offence. Acts of discrimination, harassment, bullying or victimisation 
against employees or customers are disciplinary offences and will be dealt with under 
the practice disciplinary procedure. 

 
2. Practice Approach. 

 
We acknowledge that the society within which we live is enriched by the ethnic 
diversity, culture and faith of its citizens.  

 
We believe staff have a professional commitment to ensure that we know how to make 
effective personalised provision for employees, including those for whom English is an 
additional language or who have special educational needs or disabilities, and how to 
take practical account of diversity and promote equality and inclusion in our training. 

 
The Practice strives to ensure that the culture and ethos of our practice is such that, 
whatever the heritage and origin of our employees, everyone is equally valued and 
treats one another with respect.   
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All employees will be provided with the opportunity to experience, understand and 
celebrate diversity and be provided with appropriate training. 

 
The definition of institutional racism is “the collective failure of an organisation to 
provide an appropriate and professional service to employees because of their culture, 
colour or ethnic origin.  It can be seen or detected in processes, attitudes and 
behaviour which amount to discrimination through unwitting prejudice, ignorance, 
thoughtlessness and racist stereotyping which disadvantages minority ethnic people.” 

 
Definition of a racist incident: 
 

“any incident which is perceived to be racist by the victim or any other person” 
 

3. Our Aims: 
 

Our aims for promoting racial equality and challenging racial discrimination include: 
 

• Ensuring that staff from all racial groups are encouraged to achieve to their full   
potential. 

• Maintaining an inclusive ethos. 

• Acknowledging the existence of racism and being proactive in tackling and 
eliminating racial discrimination. 

• Promoting at every opportunity the practice ethos of welcoming and valuing 
everyone irrespective of their race, colour, religion, ethnic or national origin, age 
or sexual orientation. 

• Ensuring that equality is an integral part of all our training. 
 

All racist incidents will be recorded and reported to the Manager. All incidents will be 
resolved sensitively, in a manner, which supports the victim and both sanctions and 
educates the perpetrator. 

 
 All staff will: 

• Be made to feel valued members of the practice. 

• Be encouraged to reach their full potential. 

• Be supported in their development. 

• Have their views, backgrounds and beliefs respected by colleagues and peers. 

• Act as role models through the positive relationships they foster with 
colleagues and peers. 

 
4. Discrimination.  

 
Practice staff to visitors 

  
If a patient experiences discrimination, whether this is witnessed by other staff 
members the matter should be brought  to the attention of the Practice Manager and 
the patient should be advised to use the Practice complaints procedure to encourage 
reporting of the incident. Where the patient is reluctant to do this the staff member 
witnessing the incident should bring this to the attention of the Practice Manager. The 
Practice Manager will investigate the matter thoroughly and confidentially within 3 
working days. The Practice Manager will establish the facts and decide whether 
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discrimination has taken place and advise the patient of the outcome of the 
investigation within 10 working days. 
 
Substantiated claims of discrimination may result in suspension and / or disciplinary 
action. 

 
Against the Practice’s staff 

 
The Practice will not tolerate any form of discrimination or harassment of our staff by 
any visitor or patient. Any visitor or patient who expresses any form of discrimination 
against, or harassment of, any member of our staff, will be required to leave the 
Practice’s premises forthwith. If the visitor is a patient, he/she may be removed from 
the Practice’s list if any such behaviour occurs on more than one occasion or 
immediately if any physical threat is offered or uttered and the Police WILL be 
informed. 

 
5. Disability Access. 
 

The Practice website contains a “text only” version of the information presented to aid 
access by the partially sighted. The web site also provides for translation into ethnic 
minority languages. 

 
The Practice website will contain a section for those patients with a disability outlining 
the facilities available at the Practice and their ease of access to the building based on 
the findings of the Access Audit. 
Disabled patients will be advised on new registration that they are able to telephone the 
Practice from outside on arrival if they require any assistance in accessing the building 
or its services. Staff will be trained in the appropriate way to help with wheelchairs, 
partially or non-sighted patients, or those with other special needs. 

 
Clinical staff will assist patients attending for a New Patient Visit including collecting 
them from the waiting area and escorting them to their consultation as appropriate.  

 
Patient Facilities 

 
The Practice will: 

• Provide large font Practice leaflets  

• Provide a translation service 

• Provide an arrivals board with a translation function 

• Provide an induction loop 

• Ensure signage is clear and non-obstructive 

• Ensure local disabled parking information is provided  

• Allow guide or other assistance dogs into the premises 

• Offer private room facilities for patients who may have communication, reading, 
or writing difficulties. 

 
 
6. Carers Support 
 

The Practice will seek to support carers where possible by: 
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• Providing information and local authority resources and contact points.  

• Supporting carers with suitable appointment flexibility and understanding. 
 

Notice Boards 
The Practice has a section on the notice board for carers which has details of support 
organisations and Adult Care Services. It contains a poster asking carers to let the 
Practice know about their caring responsibilities. Carers information packs are also 
available. 

 
Self-Referral Forms 
Referral forms, which are sent to Carers and Adult Care Services, are displayed in 
reception to allow carers to complete and hand in to the Practice. 

 
New Patient Registration 
The Practice’s new patient registration form asks the two questions ‘do you look after 
someone?’, ‘does someone look after you?.  This information will be used in the new 
patient screening appointment to tag the patient’s notes and arrange referral to Care. 

 
Process 
A box for referral forms will be placed at reception for patients, health professionals and 
staff to post forms.  This box will be routinely emptied. 

 
 

7. Teenage Confidentiality. 
 

The principles of confidentiality apply equally to all patients regardless of age. Young 
people (including those under 16) are entitled to equal confidentiality as all other 
patients. Registered health care professionals  involved will determine the Gillick  
competency of a young person seeking treatment and will determine the extent to 
which confidentiality guidelines apply in each case.  

 
Care must be taken to ensure that this right of confidentiality is not inadvertently 
breached by following the procedural guidelines in force. 

 
Any young person regardless of age can independently seek medical advice or 
treatment, including surgical procedures, if a health professional believes that they are 
capable of understanding the choices of treatment and their consequences.  

 
The policy of the Practice is to support young people in exercising their choice of 
medical treatment, and to deal with them in a sympathetic and confidential manner. 
Where a young person presents at the surgery without adult support they will be 
advised to seek adult support prior to booking in to see a clinician. Where there is some 
question of the urgency of an appointment the matter should be referred to a nurse in 
the first instance to triage the request. 
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8. Guide and Assistance Dogs. 
 

The nature of the Practice is such that guide dog / hearing dog (“assistance” dog) 
access is desirable. This section  is not intended to cover the use of assistance dogs in 
relation to employees of the Practice, which would encompass a wider range of 
disability employment law considerations. 

• The Practice welcomes assistance dogs 

• The Practice will manage the presence of assistance dogs without recourse to 
the owner and will pay particular attention to infection control and 
housekeeping whilst dogs are on the premises 

• Physical contact with a dog by clinical staff will be resisted during consultations 
or examinations, and whilst a general surgery is in progress 

• Hand washing or alcohol hand gel will be used by staff after any physical 
contact with a dog, whether during a consultation or not 

• Care will be taken by clinical staff to identify other patients in the surgery list for 
that session who have been identified as potentially being adverse clinically to 
the presence of dogs. This will include patients who are allergic to dogs, 
immunosuppressant and phobic to dogs or have another medical reason and 
consideration will be given to allowing them to wait, or be seen in an alternative 
room. 

• Cleaning staff will be advised to pay particular attention to a room known to 
have accommodated a dog that day 

• In the event of an incident involving a dog, a significant event record will be 
created. 

 
Owners of assistance dogs will be given the opportunity to “tour” the Practice and the 
grounds with their assistance dog to enable the dog to become familiar with routes 
throughout the building, including those routes seldom used. This will include routes 
to and from: 

• Public / disabled toilets 

• Through fire exits and on to assembly areas 

• To usual GP and nurse rooms 

• Access and egress to the building by normal routes 
 

As part of the high level of training an assistance dog receives there are unlikely to be 
any incidents giving rise to special concern, and the following aspects of these dogs 
on the premises are likely to be standard behaviour for these animals.  
 
Dogs will remain on a lead in close contact with the owner. The dog will usually lie 
quietly with the owner when waiting to see a clinician and is trained to behave well in 
public places. 
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9. Legislative Framework 
 

Equality Act 2010 
 

(This act replaces the Equality Act 2006, the Race Relations Act 1976 and the 
Disability Discrimination Act 1995 and seeks to harmonise a number of previous 
pieces of equal opportunity legislation) 

 
The purpose of the Equality Act 2010 is to simplify discrimination legislation and create 
a more consistent and effective framework, while at the same time extending 
discrimination protection.  The Act defines discrimination as less favourable treatment 
because of a 'protected characteristic'. The protected characteristics under the 
Equality Act are: disability; gender reassignment; marriage and civil partnership; 
pregnancy and maternity; race; religion or belief; sex and sexual orientation. Indirect 
discrimination against individuals because they have a relevant protected characteristic 
is also covered (with the exclusion of pregnancy & maternity). 

 
OTHER LEGISLATION 

 
Rehabilitation of Offenders Act 1974 

 
The purpose of the Act is to benefit those people who have been convicted of a 
criminal offence in civilian life or in the services (Army, Navy or Air Force) and who 
have since not committed any crimes. 

 
According to the Act, if a person is convicted of a criminal offence and receives a 
sentence of not more than 2½ years and is not convicted again during a specified 
period of time (known as the rehabilitation period) s/he becomes a rehabilitated person. 
The conviction for the offence then becomes ‘spent’, or forgotten, and the person in 
possession of a spent conviction can then have equal access to the same benefits as a 
person without the same conviction within the realms of employment, training and 
housing. 

 
Police Act 1997 – section 122 

 
This section of the Act requires the Synagogue to publish a Code of Practice. This is to 
provide assurance to those applying for Standard Disclosures – (information contained 
in criminal record certificates) or Enhanced Disclosures (information contained in 
enhanced criminal record certificates), that the information released will be used fairly 
and stored securely. 

 
Public Order Act 1986 and Criminal Justice Act 1994 

 
In some cases the offender may commit a criminal assault and criminal liability may 
arise under these Acts. It is an offence to intentionally cause harassment, harm or 
distress through using threatening, abusive or insulting words, behaviours or displays 
of material. There is a penalty of up to 6 months in jail and/or a fine of up to £5,000. 
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Protection from Harassment Act 1997 
 

This imposes a criminal liability on the part of the offender. There is a penalty of up to 6 
month in jail and/or a fine of up to £5,000. 

 
Human Rights Act 1998 

 
Human rights Act incorporates rights under the European Convention of Human Rights 
into domestic law. Individuals can bring claims under the HRA against public authorities 
for breaches of Convention rights. UK courts and tribunals are required to interpret 
domestic law, as far as possible, in accordance with Convention rights. Previous case 
law may be overturned if there is a breach of Convention rights and the relevant law 
can be re-interpreted in a way which is compatible with Convention rights. Convention 
rights include a right not to be discriminated against on non-exhaustive grounds, which 
include that of sex, where another Convention right is engaged. 

 
European Legislation 

 

• The Pregnant Workers Directive 

• Article 119 of the Treaty of Rome 

• The Equal Treatment Directive 

• The Equal Pay Directive  
 
 
 
Adopted:  Partners Meeting 23rd November 2015 
Review Date:  November 2018 
 
 
 
 
 
 
 
 
 
 

 
 


