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Equality & Diversity Policy 
 
 
 
Purpose: 
 
This policy exists to enable an environment where all staff, patients and visitors 
are treated with courtesy, dignity and respect. The organisation aims to eliminate 
all bias and unlawful discrimination in relation to patients, job applicants, 
employees, business partners and members of the public. 
 
 
Accountabilities: 
 
Managers are responsible for: 
 
 

v Ensuring they have read, understood and adhere to this policy and 
procedure. 

v Ensuring practical application of this policy in all areas such as 
recruitment, selection, promotion and training of employees. 

v Ensuring all employees understand the behaviour standards expected of 
them. 

 
 
Employees are responsible for: 
 
 

v Upholding the Practice’s commitment to diversity and fair treatment 
through their behaviour, promoting the principles and values of diversity 
and fair treatment in all aspects of their work. 

v Notifying their Line Manager of any breach of this policy. 
 
 
All staff are responsible for: 
 
 

v Adhering to this policy and applying it in the Practice with regard to the 
treatment of any patients or visitors to the Practice. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 



Our Policy 
 
Our aim is that all patients and staff: 
 

v Are treated fairly and with respect at all states of their encounter. 
v Are free from discrimination, harassment or bullying of any description, 

or any other form of unwanted behaviour, whether based on age, 
disability, gender reassignment (including trans status), marital status 
and civil partnership, pregnancy and maternity, religion or belief, race 
(including colour, nationality and ethnic or national origins), sex 
(including gender) and sexual orientation.  

v Have an equal chance to contribute and to achieve his/her own potential, 
irrespective of any defining feature that may give rise to unfair 
discrimination. 

 
It is our belief that diversity is an asset to our business and we will actively 
pursue this belief by ensuring that our practices and procedures do not in any 
way discriminate against any individual or group of individuals. 
 
Discrimination: 
 
Discrimination can be either direct or indirect: 
 

v Direct Discrimination: Occurs when someone is treated less favourably 
than another. 

v Indirect Discrimination: Occurs when an unjustifiable requirement or 
condition is imposed, which carries a disproportionate and adverse effect 
on members of one specific group. As an example, stating a person 
requires 10 years’ experience may have the effect of disadvantaging 
people of a particular age. 

 
v The Singh Medical Practice will not accept or ignore unfair decisions, 

practices or requirements that qualify or exclude an individual for 
meeting essential requirements. They include, but are not limited to, a 
person’s age, disability, gender reassignment (including trans status), 
marital status and civil partnership, pregnancy and maternity, religion or 
belief, race (including colour, nationality and ethnic or national origins), 
sex (including gender) and sexual orientation, living with HIV/AIDS, 
differing working patterns, political/religious affiliation, ex-offender 
status or membership/non-membership of a Trade Union. 

 
The organisation wishes to make it clear that patients and employees have the 
right to work or be treated in an environment free from bullying, harassment or 
any unwanted behaviour. Any breaches of the Equality and Diversity Policy will 
be treated seriously and may be dealt with under our disciplinary policy. One of 
our key aims relating to this policy is that any such behaviour is stopped at the 
earliest opportunity. 
 
The principles of fairness and objectivity will be integrated into all of the ways in 
which we manage our patients and employees. 
 
Practical Application: 
 
The Singh Medical Practice commits itself to take action necessary to remove 
discrimination in all our operations, as well as being committed to taking 
positive action to promote equality. 
 

 



Equality and Diversity in Recruitment 
 

 
Recruitment and Selection: 
 
The objective of the organisation’s recruitment and selection procedure is to 
ensure that the most suitable person for the post is appointed. We will ensure 
that no individual is placed at a disadvantage by requirements or conditions 
which have a disproportionately adverse effect, or which are not justified. All 
applicants will be informed that the organisation is an equal opportunities 
employer. 
 
Job Advertisements: 
 
All job advertisements must be based upon the job description and the person 
specification. There should be no requirements or criteria included which are 
unnecessary to the post and which might exclude particular groups (e.g. there 
should be no references to age, such as mature, or to physical fitness). 
 
Publications used and methods of advertising should give all groups a 
reasonable chance to access them.  
 
Short-Listing: 
 
All applicants who apply for a post with the organisation should be considered 
solely on their ability to do the job. The judgement should be based on their 
match to the job description and person specification. 
 
Short-listing and interviewing should be carried out by more than one person 
where possible. A record of the reasons for short-listing, or not, must be kept for 
6 months to provide protection against possible future allegations of 
discrimination.  
 
Where an applicant is disabled and fulfils the criteria for the post, an interview 
must be offered. 
 
Overseas qualifications, degrees and diplomas which are comparable with UK 
qualifications, will be accepted as equivalents.  
 
Where a job involves irregular or unsocial hours or travel, the full facts should be 
referred to in the job description and other recruitment literature such as 
adverts and offer letter. 
 
Interviews: 
 
Interview questions must be related to the requirements and circumstances of 
the job as outlined in the job description and person specification and must not 
be of a discriminatory nature. Questions concerning marital status, children and 
domestic arrangements must be avoided. 
 
The Interview panel should consist of, where possible, two people and written 
records of why candidates were or were not selected must be made. Remarks that 
could be deemed personal and discriminatory must not be made in any records. 
 
 
 



All managers completing interview must have a through understanding of this 
policy and should ensure that all questions are job related and non-
discriminatory. 
 
Employee Training and Development: 
 
Access to Training:  
 
Through the supervision/review process, all employees will be considered 
equally for training and development. Additionally, the organisation will take 
positive steps to ensure that disadvantaged groups are afforded, through 
training, equal opportunities to promotion and career development. 
 
Training in Equal Opportunities: 
 
Wherever possible, Equal Opportunities will be highlighted in training courses 
and included in the induction programme. For all staff involved in recruitment 
and selection, training will be given in appropriate techniques. Communication 
and language training will be given to appropriate employees. 
 
To make this policy work requires more than a formal commitment. This policy 
will assist the creation of the right climate for success, but it is for each 
individual to make his or her contribution. This policy will therefore be brought 
to the attention of every individual and job applicant and will be kept under 
review. 
 
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: age, 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 
 
Gender Recognition Act 2004 
 
The 2004 Gender Recognition Act (GRA) makes it a criminal offence to disclose 
an individual’s transgender history to a third party without their written consent 
if that individual holds a Gender Recognition Certificate (GRC). Patients do not 
need to show a GRC or birth certificate in order for the GRA 2004 to be in effect, 
so it is best practice to act as though every trans patient has one. This means 
always obtaining a trans patient’s written consent before sharing details about 
their social or medical transition, sometimes also called gender reassignment, 
with other services or individuals. This includes information such as whether a 
patient is currently taking hormones or whether they have had any genital 
surgery, as well as information about previous names or the gender they were 
given at birth. Consent should always be obtained before information relating to 



the patient being trans is shared in referrals and this information should only be 
shared where it is clinically relevant, e.g. it would be appropriate when referring 
a trans man for a pelvic ultrasound but not when referring him to ENT. 
 
 
The Equality & Diversity policy will be reviewed annually. 

 
 
 
 
 
 
 
 


