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The Chelsea Practice is committed to embedding equality, diversity and inclusion (EDI) considerations into all aspects of our work, including policy development and employment practices. We aim to:

· Improve equality of access to health services and health outcomes for the diverse population we serve.

· Build and maintain a diverse, culturally competent workforce, supported by an inclusive leadership team.

· Create and maintain an environment where dignity, understanding and mutual respect, free from prejudice and discrimination, is experienced by all and where patients and staff feel able to challenge discrimination and unacceptable behaviour.

Scope 

This policy applies to all staff employed by The Chelsea Practice including clinical, administrative, and support staff, who engage in paid work in The Chelsea Practice.
Roles and Responsibilities 

Partner(s) 
The Practice Partner(s) holds ultimate responsibility to ensure the effective implementation, monitoring, and continuous improvement of this policy and promote a culture of inclusivity and fairness within the organisation. 

Practice Manager
The Practice Manager has a responsibility for ensuring that this policy is applied consistently to all roles throughout the organisation. They must ensure that employees have equal access to relevant and appropriate training and development opportunities and highlight any staff training needs arising from the requirements of this policy and associated procedures.

Employees 
All employees have responsibility for treating everyone with dignity and respect and must not discriminate or encourage others to discriminate.

The Equality Act 2010 

As they employer, we have legal duties under the Equality Act 2010. The Equality Act contains nine protected characteristics, which cannot be used as a reason to treat someone unfairly:

· Age

· Disability

· Gender reassignment (whether or not someone is transgender)

· Marriage or civil partnership (including same-gender marriage)

· Being pregnant or on maternity leave

· Race or ethnicity
· Religion or belief

· Sex

· Sexual orientation

The Act requires us to have due regard to the need to the following three “aims”:

· To eliminate discrimination, harassment, victimisation and any other prohibited conduct;

· To advance equality of opportunity;

· To develop good relations. 

This means that we need to abide by the Equality Act by making sure people aren’t treated less favourably because of aspects of their identity and need to consider all three aims and the relevant impact when making decisions.
Equality Impact Assessments 

One of the ways we have due regard is by conducting equality impact assessments. They are a way of looking at our policies to ensure we are not discriminating against anyone based on their protected characteristics.

If the assessment shows that there may be an adverse effect on a particular group, it’s important to consider how this effect could be reduced or eliminated.
All policies must go through an equality impact assessment and we will work closely with our PCN to get the benefit of a range of experiences.

Bullying, Harassment and Discrimination 

There is no place for bullying, harassment, or discrimination of any kind at the Practice. 

· Bullying is behaviour from a person or group that is unwanted; and makes someone feel uncomfortable, frightened, disrespected, mocked, humiliated, excluded and/ or distressed; and not in line with our values and behaviours.

· Harassment is where bullying or unwanted behaviour relates to the protected characteristics and either violates someone’s dignity or creates a hostile environment for the person. It’s still harassment if the effect of the behaviour was unintentional.

· Discrimination is when you’re treated less (or more) favourably because of one or more of the protected characteristics.

Reporting Concerns 

If an employee experiences or witnesses bullying or harassment in the workplace, they should immediately report the incident to their line manager, Dr Scudder, or another designated person within the organisation.

The report should be taken seriously and treated with confidentiality.

The organisation will investigate the matter promptly and impartially, taking appropriate action to address the situation and prevent future occurrences.

Monitoring and Evaluation

The Partners and Practice Manager is responsible for formal approval and monitoring compliance with this policy. Following ratification the policy will be disseminated to staff where required.

Review and Revision 

The policy and procedure will be reviewed periodically by the Practice Manager in conjunction with other polices where applicable. Where review is necessary due to legislative change, this will happen immediately.

References
· Data Protection Policy

· Disciplinary Policy

· Grievance Policy

· Recruitment Policy

· Performance Management Policy 


