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12 Words that define and 

signify  - DISCRIMINATE 
Definition  of Discriminate 

Discrimination is an unjust or prejudicial 
treatment of different categories of people, 
especially on the grounds of race, age or sex 

DISREGARDING 

INSENSITIVITY 

SCATHING 

CALOUSNESS 

RUTHLESSNESS 

INSULTING 

MALFEASANT 

IGNORANCE 

NEGLECTFUL 

ANTI-SOCIAL 

THREATENING 

EXPLOITATIVE 



Equality and Diversity Policy and Procedure 

Purpose 

To comply with legislation and best practice with respect to Equality of Opportunities for clients, Service 
Users, employees and all stakeholders. 

The aims and objectives of the Equality and Diversity Policy are:  

• To encourage, promote and celebrate diversity in all our activities and services;
• To ensure equal access to jobs and volunteer opportunities;
• To ensure compliance with legislation on discrimination and equality (Equality Act 2010, Disabled

Persons Employment Acts of 1944 and 1958, the Sex Discrimination Act 1975 and the Race Relations
Act 1976, The Employment Equality (Age) Regulations 2006;

• To promote equal opportunities in other areas not currently covered by legislation. Examples include
age, rural-urban divides, political affiliation etc;

• To create environments free from harassment and discrimination;
• To maximise the use of resources in the best interests of staff, volunteers, Service Users and

stakeholders;
• To confront and challenge discrimination where and whenever it arises, whether it is between

colleagues, or in any other area relating to Meadow Court’s work;
• To make a willingness to accept and implement this policy a necessary qualification for any position

in Meadow Court;
• To ensure, through positive action and so far as is practicable, that all Meadow Court’s premises and

services are accessible to all people including those with disabilities;
• To ensure that employment and advancement within the organisation is determined by objective

criteria and personal merit.

Scope 
All employees, volunteers and Service Users. 

Policy 

Introduction 

• Meadow Court strives for high standards both as an employer and as a provider of services. In so
doing, we recognise the need for encouraging diversity and wholeheartedly support a policy of equal
opportunities in all areas of our work and responsibilities.

• This policy provides guidance to enable all who work with or for Meadow Court to comply with
anti-discrimination legislation. The policy will also address anti-discrimination issues involving areas
that currently fall outside any legislation.

• Failure to follow the procedures in the policy may lead to disciplinary or other appropriate action.
• Meadow Court’s aims and objectives will be achieved through action planning, effective monitoring

and a willingness to tackle problems where they arise. Meadow Court is committed to reviewing this
policy on an annual basis. Through our training, publications, interaction with members and other
activities, Meadow Court will ensure that those we work with know our statements of policy.

• Meadow Court will regularly review the implementation of its Equality and Diversity Policy and
strategy. Where evidence is found of ineffectiveness, immediate remedial action will be taken to
ensure implementation.

Definitions 
• Equal Opportunities ensure that policies, procedures and practice within Meadow Court do not

discriminate against the people within it and those who come into contact with it. It is about treating
people fairly and equally regardless of who they are, their background, culture, colour or their
lifestyle.

• Diversity ensures that all people are valued as individuals and are able to maximise their potential
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and contribution to Meadow Court and to the community. It recognises that people from different 
backgrounds can bring fresh ideas and a different approach, which can make the way we work and 
learn more fun, more creative, more efficient and more innovative and more benefitial to Meadow 
Court. 

• Direct discrimination occurs when an individual is dealt with less favourably on the grounds of race, 
colour, nationality, ethnicity or national origin, sex, sexuality, gender reassignment and disability of 
any kind. It also includes grounds of, for example, marital status or caring responsibility e.g children, 
the elderly etc; sexual orientation; age; physical, sensory or learning disability; mental health; political 
or religious beliefs; class; HIV status; employment status; unrelated criminal convictions; union 
activities. 

• Indirect discrimination occurs when a requirement or condition, which although it applies equally to 
persons of all groups, is such that only a considerably smaller proportion of a particular group can 
comply with it. Examples include: a rule about clothing that disproportionately disadvantages a racial 
group cannot be justified; requiring applicants to have British qualifications. 

• Victimisation occurs when an individual is treated less favourably because that person has asserted 
rights under the Sex Discrimination Act, the Race Relations Act or the Disability Discrimination Act or 
acted as a whistleblower on such activity. People must be able to act against unlawful discrimination 
without fear of reprisals. 

• Harassment means repeated, unreciprocated and unwelcome comments, looks, actions, suggestions 
or physical contact which is found objectionable and offensive and which might threaten an employee 
or participant or create an intimidating or uncomfortable environment. Harassment can be sexual, 
racial, directed against people with disabilities or indeed related to any characteristic exhibited by the 
individual. (See Meadow Court Harassment Policy for guidance in cases where harassment may 
occur). 

• Positive Action refers to measures taken in order to assist employees or learners who have been 
under-represented in specific areas, to reach a level of workplace knowledge and competencies that is 
comparable with ‘representative’ employees. These measures would normally take the form of 
additional training and making reasonable adjustments the physical environment, job roles, 
assessments or documents and equipment. ‘Positive discrimination’ at the point of selection for work 
is not permissible. 

• Meadow Court urges staff, whether permanent, casual, temporary or employed through an agency, 
and volunteers to be aware of the less obvious and insidious types of discrimination which result 
from general assumptions and pre-conceptions about the capabilities, attitudes , interests and 
characteristics of individuals.  

 Policy – Diversity: 

  
• Meadow Court will actively encourage diversity to maximise achievement, creativity, innovation and 

good practice and to bring benefits to individuals and communities. 
• Meadow Court encourages all people it works with and for to contribute to an environment in which 

people feel comfortable in expressing how they feel and what they need, knowing they will be treated 
with respect and that their contribution will be valued as individuals. 

• The way in which we work, train and learn within Meadow Court reflects both the mission and 
objectives of Meadow Court and the spirit and intentions of legislation that outlaws discrimination 
and promotes equality and diversity. 

• Meadow Court will make reasonable adjustments to working practices, equipment and premises and 
offer, where appropriate, additional support to trustees, staff and volunteers to ensure that they are 
able to play a full and active part in Meadow Court’s work. 

• Meadow Court will endeavour to deliver services in a way that genuinely recognises the importance 
of an inclusive society that brings opportunities and access, not barriers and disempowerment to 
individuals. 
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 Policy – Equal opportunities: 

• Meadow Court aims to be an equal opportunities employer and provider of services. No job 
applicant, employee, volunteer, trustee, member or Service User should receive less favourable 
treatment on the grounds of race, colour, nationality, ethnic or national origin; sex; marital status or 
caring responsibility; sexual orientation; age; physical, sensory or learning disability; mental health; 
political or religious beliefs; class; HIV status; employment status; unrelated criminal convictions; 
union activities. Nor will such a person be disadvantaged by conditions or requirements which cannot 
be shown to be justifiable. This principle applies to recruitment, promotion, transfer, training, 
benefits, facilities, procedures and all terms and conditions of employment. 

• Further, the organisation will monitor the composition of its workforce and Service User base and 
introduce positive action if it appears that this policy is not fully effective in all areas of its operations. 

Procedure 

Policy Implementation: Expectations 
• Meadow Court recognises that passive policies do not provide equality and Meadow Court will seek 

to promote equality and diversity within the following framework of responsibilities. 

• Responsibility for implementing and developing the policy rests with the Registered Provider (John 
Eaton). The overall coordinating responsibility for equal opportunities and management of diversity 
is delegated to the Registered Manager (John Eaton). However, Meadow Court believes that all who 
work with or for the organisation have an individual responsibility to accept the policy and ensure a 
personal involvement in its application and to cooperate actively to make the environment we desire 
a reality. Therefore:  

Meadow Court expects individuals:  

• To cooperate with measures introduced by Meadow Court to ensure equality of opportunity, 
diversity, non-discrimination and positive reinforcement; 

• Not to harass, abuse or intimidate any other employee, contractor/agency, stakeholder or participant 
on the grounds of race, colour, nationality, ethnic or national origin; sex; marital status, civil 
partnership or caring responsibility; sexual orientation; age; physical, sensory or learning disability; 
mental health; political or religious beliefs or non-belief; class; HIV status; employment status; 
unrelated criminal convictions; union activities; 

• To feel sufficiently confident to inform management if they suspect discrimination is taking place in 
any shape or form. 

 
Meadow Court expects our Line Managers:  

• To ensure that proper records of employment decisions are maintained and consistent with this policy 
and regular reviews of employment practices are carried out; 

• To ensure that grievances are dealt with in a fair and consistent manner and in line with Meadow 
Court’s grievance policy and procedure; 

• To ensure that individuals within their area of responsibility are aware of their legal  obligations, and 
the organisation’s equality and diversity policy; 

• To actively promote the benefits of employee and participant diversity, in employment, services and 
training and other activities; 

• To seek the views and opinions of employees, volunteers, customers and clients on the operation of 
the policy in his/ her locality/area of responsibility, in particular to meet the diverse needs of the users 
of the service; 

• To offer advice and guidance to members of staff, volunteers and organisations in Meadow Court’s 
equality and diversity policy and procedures; 

• To ensure that the highest standards of Equality of Opportunities practice are observed in the delivery 
of Meadow Court services and to undertake training and development opportunities to ensure that 
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competence is maintained at all times. 
 

The person with responsibility for Equality and Diversity will:  
• Ensure that Managers are supported in their roles  with regard to the Equality and Diversity Policy 

and Procedures; 
• Ensure that Managers, including Registered Managers, are appraised regularly on the state of equal 

opportunities and diversity within Meadow Court and the public domain; 
• Ensure that the Equality and Diversity Policy and associated documents are reviewed on an annual 

basis and any amendments or additions are cascaded to all employees, agencies and those who have a 
business relationship with Meadow Court. 

• Review and approve policies, procedures and practices that impact on equal opportunities and 
diversity in practice; 

• Coordinate the delivery of an equality and diversity strategy and action plan to be monitored and 
reviewed on a regular basis; 

• Facilitate training and open discussion on equal opportunities and diversity issues as appropriate.  
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 Policy Implementation: Recruitment and Promotion 

  
• Meadow Court strives to ensure that our staff and volunteers reflect the wider 

community. 
• Clear and accurate information on vacant posts should be available through 

advertisement, covering job descriptions, person specifications and interview 
arrangements. Vacancies should be advertised sufficiently widely to reach the widest 
possible range of candidates, either internal and/or external with positive action 
taken into account. 

• All recruitment material should not imply any preferred group, unless a genuine 
occupational qualification exists, limiting a post to a particular group. 

• Applicants will be informed, through all recruitment material of Meadow Court’s 
commitment to equal opportunities and diversity and the existence of this policy. 

• Person specifications may include ‘essential’ and ‘desirable’ requirements that are 
necessary and justifiable. Care and, where necessary, advice is needed to ensure that 
these are not discriminatory. 

• Staff and volunteers should be encouraged to discuss their development and training 
needs through a process of regular support and annual appraisals to include an 
annual skills audit of employees. 

• Job titles that are discriminatory should be avoided. 

  

Policy Implementation: Interviews and Selection 

 
• In line with the intentions of this policy, interviewing and selection policies and 

processes must take care to reflect the gender, disability and ethnic makeup of 
Meadow Court when selecting the panel. 

• The short listing panel or person will not select candidates on the basis of the gender, 
name, possible disability or age of the candidate. 

• The interview panel or person must take extreme care not to ask discriminatory 
questions unrelated to the requirements of the job, e.g. race, colour, nationality, ethnic 
or national origin; sex; marital status or caring responsibility; sexual orientation; age; 
physical, sensory or learning disability; mental health; political or religious beliefs; 
class; HIV status; employment status; unrelated criminal convictions; union activities. 

 Policy Implementation: Training 

• In line with the intentions of this policy, Meadow Court will not discriminate in the 
provision of training courses, promotion, mentoring, secondment or other 
opportunities wherever possible. 

• Appropriate training will be provided to enable staff and volunteers to perform their 
jobs effectively. The training offered will take into account the needs of all people. 

• Briefing on this policy will form part of the first day Induction Procedure for all staff, 
including senior staff, and volunteers. 

 Policy Implementation: Service Users 

• Meadow Court strives to ensure that our Service Users reflect the wider community. 
• Meadow Court strives to ensure that our Service Users are aware of their 

responsibilities to comply with the equality and diversity policy in their relations 
with other Service Users, contractors/agencies, the family and visitors of other Service 
Users, and staff. 
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• Clear and accurate information on vacant rooms or services available should be 

publicised through open advertisement. Vacancies should be advertised sufficiently 
widely to reach the widest possible range of potential Service Users and their carers. 

• All advertising or informational material should not imply any preferred group, 
unless a genuine qualification exists limiting a vacancy to a particular group, such as 
a condition of registration or the content of the Statement of Purpose or Service User 
Guide. 

• Applicants for vacancies will be informed, through all promotional and informational 
material of Meadow Court’s commitment to Equal Opportunities and Diversity and 
the existence of this policy, and will make it clear that the policy applies to Service 
Users and their families as much as it does to employees and other stakeholders. 

• Person specifications may include ‘essential’ and ‘desirable’ requirements that are 
necessary and justifiable. Care and, where necessary, advice is needed to ensure that 
guidelines for admission are not discriminatory and are in line with the laid down 
criteria. 

• Vacancy and service descriptions and titles that are discriminatory should be 
avoided. 

 Policy Implementation: Enforcement 

• Meadow Court recognises the need for a continuing commitment to genuine equal 
opportunities and diversity within the organisation. The effectiveness of the policy’s 
aims and objectives can only be judged by how the policy operates in practice. 

 Policy Enforcement – Grievances 

• Any staff member or volunteer who feels that they have been a victim of unlawful 
discrimination or unfairly treated in a way contrary to the intention of this policy 
should raise the issue through Meadow Court’s established Grievance Procedure. 

• Any Service User who feels that they have been unfairly treated in a way contrary to 
the intention of this policy should make a complaint through Meadow Court’s 
Registered Manager, who must report any such complaint to the Registered Provider. 
If the complaint is about the Registered Manager, this should be made directly to the 
Registered Provider. 

• Any job applicant who believes that they have been treated unfairly and contrary to 
the intention of this policy should raise the issue with the Registered Manager or the 
Registered Provider. 

• All incidents of direct or indirect discrimination by staff are disciplinary offences and 
will be dealt with under the Disciplinary Procedure. 

• All incidents of direct discrimination by Service Users will be dealt with in the first 
instance by the Registered Manager, and in the event of a failure to agree satisfactory 
remedies, will be dealt with under the terms of  the Service Useragreement/contract. 

• Incidents of victimisation, harassment or bullying will be dealt with in accordance 
with Meadow Court’s Harassment Policy and Procedure. Where incidents of 
victimisation and harassment by employees are proven, the issue will be dealt with 
under Meadow Court’s Disciplinary Procedure. Where incidents of victimisation and 
harassment by Service Users are proven, the issue will be dealt with under Meadow 
Court’s Terms and Conditions of Residency. 

• Meadow Court will not treat lightly or ignore grievances from members of 
disadvantaged groups on the assumption that they are over-sensitive about 
discrimination. All complaints / grievances will be dealt with consistently. 

 Policy Enforcement – Disciplinary Procedure 

• Any member of staff found to be in breach of this policy will be subject to 
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disciplinary action in line with the Standard Terms of Employment. 

• Any volunteer found to be in breach of this policy will be counseled on their actions 
and may, where necessary, be removed from Meadow Court’s volunteer register. 

• Any Service User found in breach of this policy will, where appropriate, be counseled 
on their actions and may, where necessary, be refused future services from Meadow 
Court.  

 Policy Enforcement – Monitoring 

• In Meadow Court’s view the collection/analysis of data is vital in informing change 
and improving performance. Where appropriate, statistics on Meadow Court’s 
services will be collected and analysed in relation to equality and diversity matters. 
We will review employee turnover and seek information on reasons for leaving 
through exit interviews. Local and national data or statistics will be used to 
benchmark our performance. 

• The Registered Provider and Registered Manager will annually review equality of 
opportunity relating to Meadow Court services. Recruitment and selection 
procedures will be monitored and reviewed annually by the relevant Manager who 
will report to the Registered Provider. All aspects of personnel policies and 
procedures shall be kept under review in order to ensure that they do not operate 
against the Equal Opportunities Policy. 

• In order to determine the impact of this policy it is important that a monitoring 
system is developed, which will measure commitment, progress and effectiveness 
and good practice. The Diversity and Equality Policy will be monitored and reviewed 
as follows: 

÷ The policy will be an annual agenda item at Meadow Court’s quality team meetings. 
÷ The relevant manager will undertake for Meadow Court Service an annual policy 

review. All relevant parties will be encouraged to submit comments for 
consideration. 

÷ Where it appears that there may have been or there is a breach of the policy, the 
Manager will investigate the circumstances and action will be taken to counter any 
proven breach of policy. If the breach involves the Registered Manager, the 
Registered Provider will carry out the investigation. This may be a delegated 
responsibility (delete as appropriate) 

÷ If it is found that the policy is excluding or discouraging the development of staff or 
volunteers or restricting Service Users, the Registered Manager must take positive 
action to re-adjust the policy.  
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EQUALITY AND DIVERSITY 

Equity means fairness, to belong is to be inclusive 
To deny these truths is particularly abusive 

Diversity's a fact, and has a great impact 
And therefore the evidence is conclusive 

John Eaton 

1. EQUALITY AND INCLUSION

1.1 Defining Diversity, Discrimination, Equality, and Inclusion 

Individuals who have been treated unfairly or have been discriminated against because of your age, gender, race, 
religion or beliefs, disability, or sexual orientation, there's a wide range of legislation, information and contacts to help 
you understand and enforce your rights. 

The Equality and Human Rights Commission 

The Equality and Human Rights Commission (EHRC) has been established to promote equality and to tackle and 
eliminate discrimination in relation to gender, gender reassignment, religion, belief, disability, sexual orientation, age 
or race, and to promote human rights. 

The EHRC has taken on the work of the Commission for Racial Equality (CRE), the Disability Rights Commission (DRC) 
and the Equal Opportunities Commission (EOC), aiming to build on the achievements and advances of the previous 
individual commissions. The commission covers England, Scotland and Wales and has statutory committees in Scotland 
and Wales, which carry out its work. 

The EHRC also provides information and guidance on discrimination and your rights in specific settings. The advice 
covers the following areas: 

• health and social care
• housing and property
• justice and the legal system
• learning and training
• shops and services
• transport working and earning

Discrimination and your rights 

The EHRC is responsible for upholding the rights of individuals and tackling instances of discrimination. The 
organisation Community Legal Advice has produced a leaflet that provides guidance on your rights and how you can 
challenge discrimination. 

Sex and gender equality 

Unlawful sex discrimination is when someone is treated unfairly because of their gender. Women, men and transsexual 
people can all experience sex discrimination. Sex discrimination also includes treating someone less favourably 
because they are married or in a civil partnership - for example, by not hiring married women. 
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The EHRC website provides expert advice for both individuals and employers, and provides practical guidance and 
legal information. If you believe you have been unfairly treated at work, in education, or by anyone providing a service - 
and you think it is because you are a woman, or because you are a man - you can contact the commission's confidential 
helpline for advice. 

Gender recognition 

The Gender Recognition Act 2004 came into effect in April 2005. It gives transsexual people legal recognition in their 
acquired gender, following their successful application to the Gender Recognition Panel. Transsexual people are also 
able to marry in their acquired gender, once their change of gender is legally recognised. 

The Gender Recognition Panel has a website containing information and advice for transsexual people who wish to 
apply for gender recognition. 

Race equality 

The Race Relations Act protects individuals from racial discrimination and harassment and creates a right to challenge 
discrimination in the courts or at an employment tribunal. It is unlawful for a person to discriminate against another 
person on racial grounds - this means race, colour, nationality, or ethnic or national origins. 

The Act also makes racial discrimination by public bodies and organisations illegal and requires them to have policies 
to promote racial equality. The EHRC provides information and advice to people who believe they have suffered racial 
discrimination or harassment. They work with public bodies, businesses and organisations from all sectors to promote 
policies and practices that help to ensure equal treatment for everyone. 

The commission's website can provide you with more information about race discrimination, your legal rights and 
what to do if you are being discriminated against. 

Disability rights 

The 'Disabled people' section of Directgov provides information on rights under the Disability Discrimination Act, 
definitions of 'disability' and on general rights of access to goods and services. 

The EHRC gives advice and information to disabled people, education providers, employers and service providers, and 
supports disabled people in getting their rights under the law. The organisation also supports legal cases to test the 
limits of the law and provides an independent conciliation service for disabled people and service providers. Advisers 
on the EHRC helpline will be able to tell you if your case is suitable for conciliation. 

Age rights and discrimination 

Unlawful age discrimination is when someone is treated unfavourably because of their age, without justification, or is 
harassed or victimised because of their age. 

The EHRC website provides information and advice on issues around age discrimination, including what your rights are 
and what you can do if you are being discriminated against. 

There is also further information about age discrimination legislation in the employment section and the pensions and 
retirement planning section of Directgov. 
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Sexual orientation and discrimination 

The EHRC provides information and advice in relation to discrimination due to an individual's sexual orientation, or 
perceived orientation, or the sexual orientation of those they associate with. A guide has been produced by Acas (the 
Advisory, Conciliation and Arbitration Service) for employers and employees on sexual orientation in the workplace. 

Inclusion 
 
Inclusion means the action or state of including or of being included within a group or structure. "they have been 
selected for inclusion in the scheme" 

Inclusion is an organisational practice and goal stemming from the sociological notion of inclusiveness which is the 
political action and personal effort but at the same time the presence of inclusion practices in which different groups 
or individuals having different backgrounds like origin, age, race and ethnicity, religion, gender, sexual 
orientation and gender identity and other are culturally and socially accepted and welcomed, equally treated, etc. 

Inclusion is a sense of belonging: feeling respected, valued for who you are; feeling a level of supportive energy and 
commitment from others so than you can do your best work. Inclusion is a shift in organisation culture. The process 
of inclusion engages each individual and makes people feeling valued essential to the success of the organisation. 
Individuals function at full capacity, feel more valued, and included in the organization’s mission. This culture shift 
creates higher performing organisations where motivation and morale soar. 
 
 

1.2  Deliberate and inadvertent discrimination the the workplace 

Discrimination happens when an employer treats one employee less favourably than others. It could mean a female 
employee being paid less than a male colleague for doing the same job, or a minority ethnic employee being refused 
the training opportunities offered to white colleagues. 

You can’t be discriminated against because of your: 

• gender 
• marriage or civil partnership 
• gender reassignment 
• pregnancy and maternity leave 
• sexual orientation 
• disability 
• race 
• colour 
• ethnic background 
• nationality 
• religion or belief 
• age 

Your employer also can’t dismiss you or treat you less favourably than other workers because you: 

• work part time 
• are on a fixed-term contract 
• Part-time work 
• Fixed-term employee protection 
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Types of discrimination 

Direct discrimination 

Direct discrimination happens when an employer treats an employee less favourably than someone else because of 
one of the above reasons. For example, it would be direct discrimination if a driving job was only open to male 
applicants. There are limited circumstances in which an employer might be able to make a case for a genuine 
occupational requirement for the job. For example, a Roman Catholic school may be able to restrict applications for a 
scripture teacher to baptised Catholics only.  

Indirect discrimination 

Indirect discrimination is when a working condition or rule disadvantages one group of people more than another. For 
example, saying that applicants for a job must be clean shaven puts members of some religious groups at a 
disadvantage. 

Indirect discrimination is unlawful, whether or not it is done on purpose. It is only allowed if it is necessary for the way 
the business works, and there is no other way of achieving it. For example, the condition that applicants must be clean 
shaven might be justified if the job involved handling food and it could be shown that having a beard or moustache 
was a genuine hygiene risk. 

Harassment 

You have the right not to be harassed or made fun of at work or in a work-related setting (e.g. an office party). 
Harassment means offensive or intimidating behaviour - sexist language or racial abuse, which aims to humiliate, 
undermine or injure its target or has that effect. For example, allowing displays or distribution of sexually explicit 
material or giving someone a potentially offensive nickname. 

Victimisation 

Victimisation means treating somebody less favourably than others because they tried to make, or made, a complaint 
about discrimination. For example, it could be preventing you from going on training courses, taking unfair disciplinary 
action against you, or excluding you from company social events. 

Being treated unfairly for other reasons 

If you are treated unfairly but it is not for one of the reasons listed above, it may be that you are being bullied. Bullying 
should never be acceptable in the workplace, find out what you might be able to do about it. 

Inadvertent Discrimination 

Inadvertent means 
 

• Not duly attentive. 
• Marked by unintentional lack of care. 

Compulsory retirement after October 2011 is discrimination.  
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1.3 Supporting equality and inclusion, minimising discrimination 

Discrimination is a word that conjures up fear, anger, stress, and a whole host of negative emotions. And complaints 
of discrimination can severely damage businesses.  

When faced with such a strongly negative situation, many managers’ first reaction is often avoidance or denial: “He 
couldn’t possibly have done that!” or “If we wait a few days, the whole incident will blow over.” Ironically, these 
reactions can make the situation even worse. 

Whether the alleged discrimination has happened or not, whether you think the incident warrants a complaint or not, 
whether you think it was a one-time mistake, or whatever other “whethers” you can think of, when an incident is 
reported, it usually best to deal with it promptly.  

Beyond the obvious moral objections to discrimination, many countries provide strong legal protection for employees 
who are discriminated against, and organizations ignoring or taking insufficient notice of this protection face severe 
sanctions.  

Avoiding a Poisoned Workplace 

Just as important, however, discrimination in the workplace creates an unfair and unpleasant working environment. 
By ignoring it, you risk undermining the effectiveness of your team and losing good team members: After all, who 
wants to work in an environment where arbitrary discrimination and unfairness are tolerated?  

In order to deal effectively with workplace discrimination, it’s important to understand exactly what it means. 
Workplace discrimination is defined differently in each country and jurisdiction, but the main principles are similar: 
That employees, and applicants for employment, should be treated fairly in their employment and advancement, 
based on their abilities, and not based on arbitrary characteristics of colour, religion, national origin, sex, age, sexual 
orientation, or physical handicap. 

No one ever wants to hear a discrimination complaint but, even in the best of workplaces, these can happen. So, the 
best way to protect yourself and your employees is to. 

The equality act is a piece of legislation which creates a new context for service provision. The Act requires that people 
with disabilities be given equal opportunity to participate in and contribute to the full range of social, political and 
cultural activities. Access for people with disabilities, including access to the goods, services and facilities provided by 
tertiary education institutions, can no longer be an after-thought. The DDA is not about limited or 'parallel' access, but 
promotes and protects equality of access - physical, informational and attitudinal. 

Action Plans have the capacity to produce the systemic change which is required to eliminate disability discrimination 
whether it be direct, or unintentional and indirect. Through an Action Plan, a tertiary education institution may reduce 
the risks of having complaints made against it under the DDA.  

We commend this guide to you, and look forward to the tangible advantage which will result for the whole community 
as people who have disabilities are able to benefit from and effectively contribute to the educational, social, cultural, 
political and economic environment in which we all live. 
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Summary of key points 
 
Social care should be a means for enabling disabled people to participate in society on an equal basis to other citizens. 
Disabled people have long recognised that equality will only be achieved if the focus is on the barriers that disabled 
people face in society, rather than on disabled people’s impairments. This concept of a social model of disability and 
the related framework of ‘independent living’, developed by disabled people, are now accepted as key principles by 
government4 and in the personalisation agenda in social care. 
Specific legislation to protect disabled people from discrimination was introduced in 1995 and covers a wide range of 
people using social care services, including people who have not always viewed themselves as disabled people, such 
as people using mental health services and older people who have physical or sensory impairments, dementia or 
mental health issues.  
 
Our evidence indicates that there has been action by care providers to address physical barriers but other important 
barriers still need to be tackled. Social care services are so vital to equality for disabled people that if a service is not 
part of the solution in actively removing barriers that face disabled people, it can be part of the problem in creating 
these barriers to equality. Disabled people responding to our survey told us they experienced the following barriers to 
equality in social care services: 
 
• Physical barriers were the most common barriers to disability equality addressed by sample of services (24% of 

400 services). Environmental barriers, such as poor access to or within buildings, can be significant, but they 
were experienced by the lowest number of disabled people (17% of the 307 disabled people taking part in our 
survey and 37% of people with physical or sensory impairments). 

• Communication barriers were experienced by a majority of disabled people responding to the survey, with only 
38% agreeing that all staff communicated well. These barriers were not always related to the disabled person’s 
impairment, for example providing information in accessible formats, but could be due to the communication 
skills of staff. 

• Social inclusion barriers were also common. Only 29% of disabled people living in care homes felt that the 
service had helped them to challenge disabling barriers in the community, for example transport or physically 
inaccessible community facilities, compared to 43% of people using home care and 44% of people using Direct 
Payments. 

• Attitudinal barriers were the most common barriers that people faced. 55% of all disabled people, and 65% of 
people living in care homes, had experiences of social care staff who did not respect their right to be treated 
equally with non-disabled adults; for example patronising attitudes or a lack of regard for the disabled person’s 
rights to make choices about how care was delivered. 

 
Some of these barriers may be as a result of external and other factors, such as: 
 
• The way services are procured; for example, if a disabled person is only allocated a small care package, it may 

be difficult for providers to work on enabling their inclusion in the community.  
• Economic issues, such as the ability of social care services and disabled people using Direct Payments to recruit 

and retain staff, in competition with other sectors. 
• Financial constraints that individual disabled people face which may influence the type, or amount, of social care 

services that they can access. 
• An approach which focuses on ‘prevention of risk’, which limits disabled people’s choice and control and thus 

their equality. Services need to focus on enabling disabled people to achieve equality, including supporting 
people to manage any risks.    

 
The Human Rights Act 1998 brought into UK law most of the rights contained in the European Convention of Human 
Rights, including a number that are particularly relevant to equality for disabled people using social care services; such 
as the right not to be treated in an inhuman or degrading way, the right to respect for private and family life, home 
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and correspondence, the right to life, and the right not to be discriminated against in relation to any of these rights. A 
minority of disabled people reported experiences where their human rights may have been compromised, such as a 
lack of regard for basic privacy or dignity. Developing action on equality for disabled people goes hand in hand with a 
human rights approach, based on the principles of fairness, respect, equality, dignity and autonomy. 
Providers should not assume that, because there are no reports of discrimination, it is not taking place. Disabled people 
may not report discrimination because of uncertainty (one-quarter of disabled people in care homes were unsure 
whether they had experienced discrimination or not), fear of the consequences or a lack of confidence in the outcome 
(31% of all disabled people thought that the service they used would not deal with a complaint of discrimination well). 
Providers should work to ensure that disabled people know about their rights and should encourage disabled people 
to report discrimination and support them when they do so, as well as identifying and addressing issues of disability 
equality themselves. 
In one sample, 94% of social care services reported that they were undertaking some general work on equality, such 
as policy development or staff training. However, specific work is required to remove disabling barriers and only 33% 
of social care services identified any focused action that they had taken on equality for disabled people. Thus, the 
majority of services are either providing care in a way which does not promote equality for disabled people, for 
example by taking a purely task-orientated approach, or are unfamiliar with the term and fail to recognise work that 
they are carrying out, for example in enabling disabled people to access local facilities, as contributing to disability 
equality. In either case, the majority of services need to prioritise equality for disabled people.  
 
Social care services need to: 
 
• Develop a disability equality strategy or plan, with disabled people that focuses on barriers that prevent equality 

for disabled people. 
• Ensure managers and staff understand approaches based on the social model of disability by providing Disability 

Equality Training, supported by ongoing learning opportunities. 
• Base assessments, care plans and support on the life the disabled person wants to live and remove any disabling 

barriers to achieving this, including active encouragement for disabled people to explore independent living 
options. 

• Ensure that disabled people have access to information, advice and advocacy. 
• Increase the flexibility of services so that each disabled person has more choice and control in the support they 

use, including opportunities to participate in local communities on an equal basis to every other citizen. 
• Audit services to remove barriers to equality and human rights in policy, practice, environmental access, 

information and communication. 
• Encourage disabled people to have high expectations of services and deal effectively with comments or 

complaints that involve individual or institutional discrimination against disabled people. 
• Give disabled people more control over services through a range of opportunities for effective involvement at 

an individual, service and organisational level. 
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EQUALITY AND DIVERSITY 

 
2. INCLUSIVE WORKING 

2.1 Equality, diversity and discrimination Codes of Practice and legislation 

EQUALITY ACT 2010 

The Equality Act became law in October 2010. It replaces previous legislation (such as the Race Relations Act 1976 and 
the Disability Discrimination Act 1995) and ensures consistency in what you need to do to make your workplace a fair 
environment and to comply with the law. 

The Equality Act covers the same groups that were protected by existing equality legislation - age, disability, gender 
reassignment, race, religion or belief, sex, sexual orientation, marriage and civil partnership and pregnancy and 
maternity - but extends some protections to groups not previously covered, and also strengthens particular aspects of 
equality law.  

The Equality Act is a mixture of rights and responsibilities that have:  

• Stayed the same - for example, direct discrimination still occurs when "someone is treated less favourably 
than another person because of a protected characteristic"  

• Changed - for example, employees will now be able to complain of harassment even if it is not directed at 
them, if they can demonstrate that it creates an offensive environment for them  

• Been extended - for example, associative discrimination (direct discrimination against someone because they 
associate with another person who possesses a protected characteristic) will cover age, disability, gender 
reassignment and sex as well as race, religion and belief and sexual orientation  

• Been introduced for the first time - for example, the concept of discrimination arising from disability, which 
occurs if a disabled person is treated unfavourably because of something arising in consequence of their 
disability. 

As a result, you may need to review and change some of your policies and practices. This page highlights the ways 
ACAS can help you to identify where you need to take action. 

What's changed? 

• Indirect discrimination  
• Associative discrimination  
• Perceptive discrimination  
• Harassment  
• Harassment by a third party  
• Victimisation  
• Positive action  
• Pre-employment health related checks  
• Extension of employment tribunal powers  
• Equal pay direct discrimination  
• Pay secrecy. 

Overview 

The Equality Act 2010 legally protects people from discrimination in the workplace and in wider society. 
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It replaced previous anti-discrimination laws with a single Act, making the law easier to understand and 
strengthening protection in some situations. It sets out the different ways in which it’s unlawful to treat someone. 

Discrimination: making a complaint 

Before the Act came into force there were several pieces of legislation to cover discrimination, including: 

• Sex Discrimination Act 1975 
• Race Relations Act 1976 
• Disability Discrimination Act 1995 

If you wish to complain about possible unlawful treatment there are 2 separate processes, depending on when it 
happened. 

Complaints: before October 2010 

If you were subjected to unlawful treatment (e.g. discrimination, harassment or victimisation) before 1 October 
2010, the Equality Act won’t apply. Instead, you’ll be covered by the legislation that was in force at the time. 

For example, if you experienced race discrimination on 30 September 2010 and want to make a complaint or bring 
legal proceedings, the Race Relations Act 1976 will apply, not the Equality Act. 

This is also true of any legal proceedings. They will go ahead according to the legislation under which they were 
brought, even if they may have continued after 1 October 2010. 

Complaints: after October 2010 

If you were subject to unlawful treatment on or after 1 October 2010, the Equality Act applies. 

For example, if you experienced sex discrimination on 30 September 2010, which continued until 2 October 2010, 
the Equality Act will apply, not the Sex Discrimination Act. 

Getting information to support your complaint 

If you feel you’ve been treated unlawfully you can also use the forms below to help get information from your 
employer or service provider. The forms provide a framework for individuals and organisations to ask and answer 
questions about possible complaints under the Equalities Act. 

Equality Act provisions: 

The basic framework of protection against direct and indirect discrimination, harassment and victimisation in 
services and public functions, work, education, associations and transport 

• changing the definition of gender reassignment, by removing the requirement for medical supervision 
• providing protection for people discriminated against because they are perceived to have, or are associated 

with someone who has, a protected characteristic 
• clearer protection for breastfeeding mothers 
• applying a uniform definition of indirect discrimination to all protected characteristics 
• harmonising provisions allowing voluntary positive action provisions relating to disability 
• extending protection against indirect discrimination to disability 
• introducing the concept of “discrimination arising from disability” to replace protection under previous 

legislation lost as a result of a legal judgment 
• applying the detriment model to victimisation protection (aligning with the approach in employment law) 
• harmonising the thresholds for the duty to make reasonable adjustments for disabled people 
• extending protection against harassment of employees by third parties to all protected characteristics 
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• making it more difficult for disabled people to be unfairly screened out when applying for jobs, by restricting 

the circumstances in which employers can ask job applicants questions about disability or health 

Provisions relating to work 
• allowing claims for direct gender pay discrimination where there is no actual comparator 
• making pay secrecy clauses unenforceable 
• extending protection in private clubs to sex, religion or belief, pregnancy and maternity, and gender 

reassignment 
• introducing new powers for employment tribunals to make recommendations which benefit the wider workforce 

Equality Act provisions which came into force in April 2011: 

• positive action - recruitment and promotion 
• public sector Equality Duty (see section below) 

Ministers are considering how to implement the remaining provisions in the best way for business and for others 
with rights and responsibilities under the act. Their decisions will be announced in due course. Equality Act 
Provisions that the government has decided not to take forward: 

• public sector duty regarding socio-economic inequalities 
• gender pay gap information  
• combined discrimination - dual characteristics 
 
Age discrimination 

The Equality Act 2010 includes provisions that ban age discrimination against adults in the provision of services and 
public functions. The ban came into force on 1 October 2012 and it is now unlawful to discriminate on the basis of 
age unless: 

• the practice is covered by an exception from the ban 
• good reason can be shown for the differential treatment (‘objective justification’) 

The ban on age discrimination is designed to ensure that the new law prohibits only harmful treatment that results 
in genuinely unfair discrimination because of age. It does not outlaw the many instances of different treatment that 
are justifiable or beneficial. 
 
Age discrimination: exceptions 

Exceptions under the Order are: 

• age-based concessions 
• age-related holidays 
• age verification 
• clubs and associations concessions 
• financial services 
• immigration 
• residential park homes 
• sport 

These specific exceptions are in addition to: 

• general exceptions already allowed by the Act 
• positive action measures 
• ‘objective justification’ 
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There are no specific exceptions to the ban on age discrimination for health or social care services. This means that 
any age-based practices by the NHS and social care organisations need to be objectively justified, if challenged. 

Public sector Equality Duty 

The public sector Equality Duty came into force across Great Britain on 5 April 2011. It means that public bodies have 
to consider all individuals when carrying out their day-to-day work – in shaping policy, in delivering services and in 
relation to their own employees. It also requires that public bodies: 
 

• have due regard to the need to eliminate discrimination 
• advance equality of opportunity 
• foster good relations between different people when carrying out their activities 

 
Essential Quality Standards’ 
 
CQC 
 
The key terms shown below will be familiar to providers of health and social care services. However, it is important 
that you understand our intended meaning when we use them in our guidance. You will also need to refer to these 
definitions when reading and applying the guidance. In addition, the glossary in appendix A has definitions for more 
words and phrases. Equality, diversity and human rights Providers must consider equality, diversity and human rights 
in every aspect of their work. You should consider the needs of each person using a service against six key strands of 
diversity:  
 

• Race 
• Age  
• Gender  
• Disability  
• Sexual orientation  
• Religion or belief.  

We sometimes refer to this as identifying a person’s “diversity” or “diverse needs”. People who use services “People” 
includes everyone, but sometimes the guidance only relates to certain groups of people. Where this is the case we 
state the group that it relates to – for example, children, people with mental health needs and people with a learning 
disability 
 
Those acting on behalf of the person using services The outcomes and prompts refer to others acting on behalf of the 
person using services.  
 
They may be:  
 

• A carer  
• The next of kin  
• A parent  
• A friend, partner, neighbour or other relative  
• An Independent Mental Capacity Advocate  
• An Independent Mental Health Advocate  
• A Relevant Persons Representative (DoLS)  
• An Advocate  
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• An attorney  
• The nearest relative – in relation to the Mental Health Act  
• Corporate parent  
• A member of staff acting informally.  

To meet a person’s needs, you must assess and understand when support from another person would be helpful to 
them. You must balance the right of the person to make decisions for themselves with the need, appropriateness or 
desire of the other person to be involved. However, this should never mean that the individual voice of the person 
using the service is lost, or that their choices are diluted when they are competent to make them.  
 
Carers  
 
The focus of the regulations is on the safety and wellbeing of people who use services, and therefore the outcomes 
and prompts do not address the specific needs of carers. However, it recognises carers acting on behalf of people who 
use services and where care, treatment and support is transferred to, or shared with, carers.  
 
A carer is one of the list of people above who may act on behalf of the person using the service. We encourage you to 
understand, value and respect the important work that carers do, often with no recognition, and work cooperatively 
with carers when meeting the needs of the people who use your service.  
 
Involvement  
 
When the guidance refers to “involving” people who use services, we mean enabling people to get involved in the 
planning and delivery of their own care, treatment and support. This includes people acting on their behalf and groups 
of people who use services being involved together, for example through local involvement networks or a user forum. 
However, in this guidance involvement does not mean the involvement of a service’s community more widely and the 
involvement of people who may, at the time, be only potential users of services, for example the population served 
by an NHS acute hospital. Other legislation may place a requirement on them to do so. 
 

 
Agreed ways of working include policies and procedures where these exist; they may be less formally documented 
among micro-employers or the self employed 

 
PROMOTE PEOPLE’S EQUALITY DIVERSITY AND RIGHTS POLICY 

 
We will encourage clients to be independent members of the community and to take as much charge for their own 
self-care as is possible, within their Rights and Responsibilities. 
 
In my work, I adhere to the Legal Requirements of the Care Standards Act. I meet the requirements of the Registering 
Authorities within my role and aim to improve on these requirements. I have a ‘duty of care’ to my clients. 
 
I will advise and support clients with any matter they may require assistance with, within my role and capability. I 
ensure that no personal information regarding a client is disclosed to a third party without prior agreement of the 
client concerned. 
 
Communication with clients should be at the level of their understanding and provide privacy and promote dignity and 
self-respect. Carers via communications with client’s family, previous recording assessment and observation will be 
aware of any associated difficulties. It may be necessary to remind e.g. confused elderly clients from time to time and 
assist where necessary. 
 

12 
 



 
CARE CERTIFICATE 

TRAINING WORKBOOK 
 

 

 
The Home encourages care workers to take on the role of advocates to promote the awareness of clients’ rights and 
help them gain access to the services they need. 
 
It is necessary that all records be accurate, legible and complete and current in all circumstances including the 
promotion of rights and responsibilities. An example of this is a Clients Contract. 
 
I believe in client rights and will promote those rights. I believe that when I am discussing care issues, I stick firmly to 
the facts and keep personal opinions out of the issues. 
 

PROMOTE EQUALITY AND DIVERSITY OF PEOPLE 
 
STATEMENT OF VALUES 
 
I UPHOLD THE FOLLOWING VALUES FOR CLIENTS: 
 
CHOICE 
The opportunity to select independently from a range of Options as available. 
 
RIGHTS 
The maintenance of all entitlements associated with Citizenship. 
 
FULFILMENT 
The realisation of personal Aspirations and Abilities in all aspects of daily life. 
 
INDEPENDENCE 
The opportunity to Think and Act without reference to another person including a willingness to incur a degree of a 
Calculated Risk, unless that risk involves others. 
 
PRIVACY 
The right to be alone or undisturbed and free from Intrusion, or public Attention in relation to Individuals and their 
Affairs. The right to Privacy includes the need to respect the confidential nature of information relating to the Client 
their Family and Friends. 
 
DIGNITY 
A recognition of the intrinsic value of People regardless of circumstances by respecting their Uniqueness and their 
personal needs. The right to dignity includes the recognition of, and the catering for, an individual’s Ethnic, cultural 
and Religious needs. 
 
The Home is an equal opportunities carer and employer and no discrimination of any sort is practised. Our intent is to 
ensure equality of opportunity and response so that no person shall be disadvantaged during their relationship on 
grounds of age, race, ethnic origin, religion, gender, marital status, parental status, disability, unrelated criminal 
convictions, or because of their sexual orientation or proclivities. I oppose racism, sexism, ageism, heterosexism and 
all forms of discrimination based on ethnic origin, disability, marital status, parental status, parental status, religious 
beliefs, unrelated criminal activity. 
 
I will reserve the right to refuse any service to anyone who clearly demonstrates any of the aforementioned forms of 
discrimination. 
 
Where I am unsure of any discriminatory behaviour and need help, I will seek advice and guidance from a senior 
member of staff, I understand that this may lead to legal action against anyone believed to have discriminatory 
behaviour. Any records relating to the promotion of equality and diversity are accurate, legible and complete. 
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All information whether written or unwritten will be dealt with, without any malice or detriment to that person which 
would be deemed to be accurate, relevant, current and appropriate to the individual and situation. It will promote 
equality and diversity. 
 

2.2 Describe how to challenge discrimination in a way that encourages positive change 
 

CARER'S ETHICS AND VALUES 
 
This Code of Values for Carers provides guidance to Carers making ethical decisions. It educates Carers about their ethical 
duties and obligations and serves as a tool for self-evaluation and peer review. The Code advises other health care 
professionals and the public of the values and moral commitments expected of Carers. 
 
As care practice evolves, factors such as economic restraints and increased technology challenge the ability of Carers to 
practice ethically. This Code provides Carers with direction for ensuring ethical decision making. The issues involved in this 
decision making have both legal and ethical dimensions. Laws and ethics of care practice overlap and, in ideal situations, 
are compatible. Both are concerned with the conduct of Carers and with the well-being of the public. However, the 
domains of care law and ethics are distinct, and this Code, while prepared with awareness of the law, addresses ethical 
obligations. 
 

Discrimination is complex and deep-rooted and challenging it is not a simple task. Evidence has suggested that the 
best approach is to combine the enforcement of legal rights with work to engage the public, alongside grassroots 
projects that bring people with and without mental health problems together.  

We can change public attitudes and behaviour around mental health by:  

• Involving people with direct experience of mental health problems in all of our work 
• Combining national programmes with local, community activities 
• Sending out clear, consistent messages to specific audiences 
• Monitoring and evaluating all our work  

We believe we can really challenge stigma and discrimination through:  

• A major marketing and awareness campaign  
• Targeted training programmes that educate people and change their attitudes and behaviour in specific 

settings – for example our Education Not Discrimination programme that provides training for student doctors 
and teachers 

• Empowering people with direct experience of mental health problems to challenge stigma and discrimination 
themselves – through Open Up  

• Creating opportunities for people with and without mental health problems to meet, which has been proven 
to break down stigma by helping people understand mental health problems better (see our information on 
social contact). We do this through Get Moving, END, and our local projects  

• Enforcing the legal rights of people with mental health problems through the law – through Time to Challenge  
• Time to Change has national reach through our campaign, grassroots activity in many regions of England and 

works with specific targeted groups of people.  

2.2 Competence Testing 
 
I will learn and know and demonstrate interaction with individuals that respects their beliefs, culture, values and 
preferences, whilst completing this standard 
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EQUALITY AND DIVERSITY 

 
3. ACCESSING DIVERSITY, EQUALITY AND INCLUSION INFORMATION, ADVICE AND SUPPORT  

 
3.1 Accessing equality, diversity and inclusion sources of information 

Equality and Human Rights Commission 

This body (which rejected its given name, the Commission for Equality and Human Rights, at birth) took over the 
functions of the former three equality bodies (CRE, EOC and DRC) in 2007, resulting in the closure of their websites. 
Much of their content (but unfortunately not all) is maintained in the site of the new body together with some 
material about itself.  

Other resources include 

• Citizens Advice centres 
• Consumer law 
• Courts and tribunals 
• Discrimination law 
• Employment law 
• Environmental law 
• European Union law 
• Human rights 
• Immigration and asylum law 
• Information law 
• Intellectual property 
• Lawyers 
• Legislation 
• Mental health law 
• Online legal news 
• Personal injury 
• Property law 
• Smoking and tobacco law 
• Taxation 
• Welfare law / Community legal services 

 
SUMMARY OF EQUALITY AND DIVERSITY LEGISLATION 

This page provides a round-up of all the equality and diversity legislation that public bodies must be aware of, plus 
external links to the full legal texts. 

Civil Partnerships Act 2004: 

Provides legal recognition and parity of treatment for same-sex couples and married couples, including 
employment benefits and pension rights.   
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Disability Discrimination Act 1995  

Outlaws the discrimination of disabled people in employment, the provision of goods, facilities and services or the 
administration or management of premises.  

Disability Discrimination Amendment Act 2005 

Introduces a positive duty on public bodies to promote equality for disabled people.  

Employment Equality (Age) Regulation 2006 

Protects against discrimination on grounds of age in employment and vocational training. Prohibits direct and 
indirect discrimination, victimisation, harassment and instructions to discriminate. Access the Employment (Age) 
Regulation 2006 at the OPSI website 

Employment Equality (Religion or Belief) Regulation 2003  

The directive protects against discrimination on the grounds of religion and belief in employment, vocational 
training, promotion and working conditions.  

The Employment Equality (Sex Discrimination) Regulations 2005 

Introduces new definitions of indirect discrimination and harassment, explicitly prohibits discrimination on the 
grounds of pregnancy or maternity leave, sets out the extent to which it is discriminatory to pay a woman less 
than she would otherwise have been paid due to pregnancy or maternity issues. 

Employment Equality (Sexual Orientation) Regulation 2003  

The directive protects against discrimination on the grounds of sexual orientation in employment, vocational 
training, promotion, and working conditions.  

Equal Pay Act 1970 (Amended)  

This gives an individual a right to the same contractual pay and benefits as a person of the opposite sex in the 
same employment, where the man and the woman are doing: like work; work rated as equivalent under an 
analytical job evaluation study; or work that is proved to be of equal value 

Equality Act 2006 

Establishes a single Commission for Equality and Human Rights by 2007 that replaces the three existing 
commissions. Introduces a positive duty on public sector bodies to promote equality of opportunity between 
women and men and eliminate sex discrimination. Protects access discrimination on the grounds of religion or 
belief in terms of access to good facilities and services.  

Gender Recognition Act 2004  

The purpose of the Act is to provide transsexual people with legal recognition in their acquired gender. Legal 
recognition follows from the issue of a full gender recognition certificate by a gender recognition panel.  
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Race Relations Act 1976 

The Act prohibits discrimination on racial grounds in the areas of employment, education, and the provision of 
goods, facilities, services and premises.  

Race Relations Amendment Act 2000  

Places a statutory duty on all public bodies to promote equal opportunity, eliminate racial discrimination and 
promote good relations between different racial groups. Access the Race Relations Amendment Act 2000 at the 
OPSI website 

Race Relations Act 1976 (Amendment) Regulation 2003  

Introduced new definitions of indirect discrimination and harassment, new burden of proof requirements, 
continuing protection after employment ceases, new exemption for a determinate job requirement and the 
removal of certain other exemptions.   

Racial and Religious Hatred Act 2006  

The Act seeks to stop people from intentionally using threatening words or behaviour to stir up hatred against 
somebody because of what they believe.  

Sex Discrimination Act 1975  

The Act makes it unlawful to discriminate on the grounds of sex. Sex discrimination is unlawful in employment, 
education, advertising or when providing housing, goods, services or facilities. It is unlawful to discriminate 
because someone is married, in employment or advertisements for jobs. 

The Sex Discrimination (Gender Reassignment) Regulations 1999  

The Act seeks to prevent sex discrimination relating to gender reassignment. It clarified the law for transsexual 
people in relation to equal pay and treatment in employment and training. 

3.2 Accessing information, advice and support about diversity, equality and inclusion 
 
It is important that people who use services:  
 

• Understand the care, treatment and support choices available to them.  
• Can express their views, so far as they are able to do so, and are involved in making decisions about their 

care, treatment and support.  
• Have their privacy, dignity and independence respected. 
• Have their views and experiences taken into account in the way the service is provided and delivered. those 

acting on behalf of people who use services:  
• Understand the care, treatment and support choices available to the people who use services.  
• Can represent the views of the person using the service by expressing these on their behalf, and are involved 

appropriately in making decisions about their care, treatment and support. This is because providers who 
comply with the regulations will:  

• Recognise the diversity, values and human rights of people who use services.  
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• Uphold and maintain the privacy, dignity and independence of people who use services.  
• Put people who use services at the centre of their care, treatment and support by enabling them to make 

decisions.  
• Provide information that supports people who use services, or others acting on their behalf, to make 

decisions about their care, treatment and support.  
• Support people who use services, or others acting on their behalf, to understand the care, treatment and 

support provided.  
• Enable people who use services to care for themselves where this is possible.  
• Encourage and enable people who use services to be involved in how the service is run.  
• Encourage and enable people who use services to be an active part of their community in appropriate 

settings. 

There are a range of sources available about equality, diversity and inclusion; these include: The Equality and Human 
Rights Commission was created to challenge discrimination and promote equality and human rights. 
http://www.equalityhumanrights.com/  
 
You will find some useful DVD clips about working with lesbian, gay, bisexual and transgendered people with 
different support needs on Social Care TV by using the following link.  
 
http://www.scie.org.uk/socialcaretv/search.asp?query=diversity  
 
Directgov provides information and guides about public services. http://www.direct.gov.uk 
 
Agencies such as: 
 

• CQC 
• Local Authority 
• Health Authority 
• Relevant charities 
• MP 
• Police 

Sources access information can come from:  
 
• Care Plans 
• Medical Notes 
• Client conversations 
• Staff conversations 
• Case Conferences 
• Letters and memos 
• Email 
• Fax 
• Text 
• Medicine cards 
• Diary 
• Letters to key people 
• Accident Forms etc 
• Work Routine Forms 
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• Key People 
• Colleagues I work with 
• Inspection Officers where required 
• Environmental Officers where required 
• Fire officers where required 
• Police where required 
• Those others who have a legitimate right for information 
 

3.3c Explain who to ask for advice and support about equality and inclusion 
 
To ensure personalised care, treatment and support through involvement, people who use services are involved in 
and receive care, treatment and support that respects their right to make or influence decisions because the service:  
 

• Explains and discusses their care, treatment and support options with them.  
• Respects their right to take informed risks, while balancing the need for preference and choice with safety 

and effectiveness.  
• Promotes and respects their privacy, dignity, independence and human rights by: – placing the needs, 

wishes, preferences and decisions of people who use services at the centre of assessment, planning and 
delivery of care, treatment and support – ensuring that the environment allows privacy in which the intimate 
care, treatment and support needs of the person who uses services are met – having clear procedures 
followed in practice, monitored and reviewed that ensure staff understand the concepts of privacy, dignity, 
independence and human rights and how they should be applied to the people who use the service – 
ensuring that the need to maintain confidentiality or disclose information is taken account of in the 
assessment of the individual circumstances – actively listening to and involving people who use services, or 
others acting on their behalf, in decision making.  

• Provides information to help people who use services, or others acting on their behalf, to understand their 
care, treatment and support, including the risks and benefits, and their rights to make decisions.  

• Ensures that staff recognise and respect the diversity and human rights of people who use services.  
• Makes people who use services aware of independent advocacy services wherever they are available. 
• Cooperates with independent advocacy services wherever a person who uses services uses one. 

If you believe someone is a victim of discrimination, you should report this straight away to your manager or 
supervisor. 
 
 If you feel you are personally a victim of discrimination, you should again report this straight away to your manager 
or supervisor. Alternatively, you can contact a more senior or different manager, particularly if you feel your manager 
or supervisor may be involved. If your organisation has a human resources person or team, they are usually qualified 
to give advice and support. Support can be found through your Trade Union if you are a member.  
 
Agencies contactable include: 
• CQC • Health Authority • MP 
• Local Authority • Relevant charities • Police 
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JET Training Care Certificate : Equality and Inclusion

Question 1

1.1 Understand what is meant by diversity and discrimination

[   ] Diversity and discrimination are necessary to ensure the client is treated equally with
others

[   ] Diversity and discrimination are accepted in a care and support environment

[   ] Diversity is equal to equality and discrimination is against the Equality Act

[   ] Diversity and discrimination are not necessary relevant to make the client equal

Question 2

1.2  Know how discrimination might occur in your work setting, both deliberately and
inadvertently

[   ] She/he is rather nice, I’ll make her/him my deputy

[   ] He reminds me of my drunken father

[   ] The short list was made up of the best candidates

[   ] She is very good, but I don’t like her mother

Question 3

2.1 Be aware of key legislation and agreed ways of working (where these apply) relating to
equality, diversity, discrimination and rights

 1 / 3



[   ] The Human Rights act is optional

[   ] Equality is not only a right, it is enshrined in legislation

[   ] The home does not have to have an Equality Policy

[   ] I have all the rights, but not the responsibilities

Question 4

2.2 Be aware of how you can ensure that your own work is inclusive and respects the beliefs,
culture, values and preferences of individuals

 

[   ] I am non-judgmental and accept others beliefs, culture, values and preferences

[   ] I am judgmental and accept others beliefs, culture, values and preferences

[   ] I am non-judgmental and do not accept others beliefs, culture, values and preferences

[   ] I am non-judgmental and accept others beliefs, culture, values and but not preferences

Question 5

2.3 Know how you could challenge discrimination in a way that leads to positive change

 

[   ] I stay quiet when people are being discriminated against

[   ] Discrimination does not take place where I work

[   ] I signed the policy so that proves I am pro discrimination

[   ] I speak up for people when they are being discriminated against

Question 6

3.1 Know how to access a range of sources of information about equality, diversity and
inclusion

 

[   ] Equality, diversity and inclusion is well known to be right wing propaganda

 

[   ] Equality, diversity and inclusion information can be accessed from the homes policies

[   ] Equality, diversity and inclusion are just platitudes found on the internet

[   ] Equality, diversity and inclusion are not outlined in the Equalities act

Question 7

3.2 Know who to ask for advice and support about equality and inclusion

 

[   ] I ask a senior colleague for advice and support about equality and inclusion

 2 / 3



[   ] I ask a fascist  for advice and support about equality and inclusion

[   ] I ask a racist  for advice and support about equality and inclusion

[   ] I ask a fanatic  for advice and support about equality and inclusion

 3 / 3
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