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Equality and Diversity Policy and Code of 
Practice 
 
Introduction 

 
The Organisation 
The Pioneering Care Partnership (PCP) is a leading third sector organisation working in the 
North East, primarily in the County Durham and Tees Valley area with a focus on health 
improvement and reducing health inequalities through building capacity and life chances for 
disadvantaged communities.  
 

Our mission statement is: ‘Health, Wellbeing and Learning for All’ 

 
PCP trustees are mainly local people, the majority of whom are disabled people, older 
people and carers, ensuring that the composition of the organisation broadly reflects that of 
the community we seek to serve. 

 
About this document:  
 
This policy document should help all Trustees, Employees, Volunteers and service users to: 
 

• Be aware of equality and diversity issues. 
 

• Be aware of the organisations policy and practice on equality and diversity and the law 
related to equality and diversity. 

 

• Avoid unlawful discrimination. 
 

• Put into practice the organisation’s policy on equality and diversity. 
 

• Contribute towards promoting equality and diversity. 
 

• Make sure anti-oppressive, fair practices are carried out. 
 

Contents 
 
1. Our Statement of Policy 

2. The Legal Framework of equality and diversity 

3. Definitions of discrimination and harassment 

4. Our code of practice, which includes relevant procedures and guidelines 
on equality and diversity for people using the services of the PCP 
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1. Statement of Policy 

 
Pioneering Care Partnership 
Equality and Diversity Statement of Policy 
 

The Pioneering Care Partnership (PCP) is committed to providing equality of opportunity 
and this policy statement declares publicly our commitment to challenging discrimination.  
 
PCP will not tolerate any kind of discrimination, harassment or oppressive practices. 
 
The organisation wishes to secure genuine equality of opportunity in all aspects of its 
activities and aims to go beyond the legal requirements by ensuring it applies to the 
provision of services, all aspects of employment from recruitment, selection and training of 
staff and volunteers, to conditions of service and reasons for termination of employment. 
 
Everyone at PCP has an individual responsibility to uphold this policy and work in a 
respectful way. 
 
We aim to ensure that: 
 

• No person is treated less favourably than another on grounds of: 
 Sex  
 Sexual orientation  
 Gender reassignment 
 Race 
 Disability 
 Age 
 Pregnancy and maternity 
 Marriage and civil partnerships  
 Religion or belief  

Offending background  
Or any other improper ground 

 
A copy of the full policy is available on request. 

 

Signed:              

   

   
  Carol Gaskarth    Melanie Fordham 
  Chief Executive     Chair                   
 
• All employees and job applications are treated fairly and consistently and are not subject 

to unjustifiable requirements or conditions (see Recruitment and Selection Policy). 
 

• Services provided to the public do not disadvantage Service Users on any of the 
grounds detailed above. 
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Publicising the Policy 
 
PCP undertakes to promote this policy to Trustees, Volunteers, Employees and prospective 
Employees.  In addition the Organisation’s Equality and Diversity Policy Statement will be 
displayed for Service Users in the premises of the organisation. 
 
2. The Legal Framework of Equality and Diversity 

  

It is against the law to treat a person less favourably than you would treat another on the 
grounds of protected characteristics: 
 
 Sex (gender) 
 Sexuality 
 Gender reassignment 
 Race, colour, ethnic or national origin 
 Disability 
 Age 
 Pregnancy and maternity 
 Because they are married (including civil partnerships) 
 Because they have complained of discrimination 
 Religion or belief  
 or 
 Because others think someone possess a protected characteristic 
 Because someone associates with another person who has a protected 
 characteristic 
 
Current legislation includes: 
 

Rehabilitation of Offenders Act 1974 
Human Rights Act 1998 
Part-time Workers Directive 1999 
Carers Equal Opportunities Act 2004 
Gender Recognition Act 2004 
Civil Partnerships Act 2005 
Equality Act 2006 including the establishment of the Commission for Equality and 
Human Rights 
Equality Act 2010 

 
The law applies to PCP as an employer and to each individual trustee, employee and 
volunteer. 
 
The aim of the legislation is to ensure people are not treated in a discriminatory or 
oppressive way.  PCP fully accepts responsibilities within these laws and is also bound 
within the spirit of the Acts. 
 

Targeting and Monitoring 
 
PCP will monitor the application of its policies and procedures in order to: - 
 

a) Assess whether the aims of its Equality and Diversity policy are being achieved. 
 

b) Measure the effect of action taken to promote and support the policy. 
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c) Monitor all staff and service users so we can identify under representation and take 
positive action. 

 
d) Highlight areas where further action is required. 

 
The Senior Management Team will take lead responsibility for ensuring monitoring 
mechanisms are in place, and reporting on the effectiveness of the policy on a quarterly 
basis, to the Trustees and Employees. 
 

Positive Action 
 
The law allows positive action to be taken to help or encourage those in under-represented 
groups to apply for jobs or improve their chances of promotion. 
 
This means: 
 

• Removing or redressing discriminatory and oppressive practices 

• Actively seeking to provide genuine equality of opportunity and enabling people from all 
groups to stand a fair chance of competing for jobs or promotion by merit. 

 
PCP has developed a number of Policies to ensure the application of Equality and Diversity: 
 

• Recruitment and Selection Policy 

• Grievance Procedure  

• Discipline Procedure 

• Accessible Publicity Policy 

• Work Life Balance Policy 

• Employment  Policy 

• Confidentiality Policy 

• Equal Pay Policy 

• Violence in the Workplace Policy 

• IT Communication and Monitoring Policy 

 

3. Definitions of Discrimination and Harassment 

 

1. Direct discrimination occurs when a person is treated less favourably because of a 
protected characteristic they have, are thought to have or because they associate 
with someone who does have a protected characteristic. This may be as a result of 
conscious decision, policy, or bias in a system or procedure. 

2. Indirect discrimination occurs where conditions or requirements, although applied 
equally, favour one group more than any other group, and cannot be justified. 

3. Harassment is unwanted conduct related to a relevant protected characteristic which 
as the purpose of violating an individual’s dignity or creating an intimidating, hostile, 
degrading or humiliating or offensive environment for that individual. 

4. Victimisation occurs when a person is given less favourable treatment than others 
because they have supported a complaint or raised a grievance because of a 
protected characteristic or because they are suspected of doing so. 

5. Anti-oppressive practice means practice and procedures, which use a proactive 
approach to challenging and combating inequality and discrimination against any 
group or individual on any ground. 

6. Perceptive discrimination is direct discrimination against an individual because others 
think they possess a particular characteristic. 
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7. Associative discrimination is direct discrimination against someone because they 
associate with another person who possesses a protected characteristic. 

 
 

 
4. Code of Practice 

 

Equality and Diversity and Employment 
 

Recruitment, Selection, Appointment, Development and Promotion Opportunities 
 
The Recruitment and Selection Policy, aims to ensure all staff are recruited through a fair 
and consistent process. 
 
The policy states that: 
 

• PCP encourages applications from under-represented groups. 

• An interview will be guaranteed to all suitably qualified applicants who may identify 
themselves as a disabled person.  In addition, PCP will endeavour to accommodate any 
individuals’ particular needs throughout the recruitment and selection procedure. 

• Furthermore, PCP is committed to providing ongoing reasonable and practicable 
support and training to any employee who may have a disability to enable them to 
remain in the employment of the organisation. 

• PCP is committed to providing appropriate development opportunities and ongoing 
support and training to all staff. 

 
Responsibilities of Trustees, Employees and Volunteers  
 
It is essential for the successful operation of the Equality and Diversity policy that all 
employees and volunteers support it.  All employees and volunteers must therefore: 
 

• Co-operate with measures designed to support or promote the Equality and Diversity 
Policy and take a pro-active approach to minimising oppressive practices, behaviour 
and attitudes. 

• Make sure as far as possible that other employees, volunteers, service users or 
members of the public are not victimised, oppressed or discriminated against. 

• Inform their manager or supervisor if they know or suspect that inequality or 
discrimination is occurring. 

• Familiarise themselves with the Equality and Diversity Policy. 

• Follow all instructions given in accordance with the Law and Codes of Practice 
concerning Equality and Diversity. 

• Participate fully in any Equality and Diversity training provided for them by the 
organisation. 

• Adhere to all relevant Pioneering Care Partnership policies and procedures. 
 
It is a condition of service that trustees, employees and volunteers comply with and 
support the Equality and Diversity policy. 
 
Failure to do so may result in disciplinary action. 
 
Additional responsibilities of Line Managers 
Employees with responsibility for managing staff or volunteers have certain additional 
responsibilities: 

• To ensure staff or volunteers participate in Equality and Diversity induction training. 
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• Ensure staff familiarise themselves with the Equality and Diversity Policy. 

• Take immediate action to stop any unlawful discrimination at work, give support to the 
person discriminated against and deal with the issue in accordance with the appropriate 
policy and guidelines. 

• Take an active role in embedding equality and diversity within the organisation. 
 
Conditions of Service 
PCP will ensure that the conditions of service will not disadvantage people and that they 
encourage under-represented groups to apply for, or remain in employment. 

 
Allegations of Discrimination/Harassment by Employees or Volunteers 
 
Employees or volunteers who wish to complain may follow the Grievance Procedure, 
through their Line Manager, unless: 

• The immediate manager is the alleged harasser. 

• The employee or volunteer is reluctant or embarrassed to raise the matter with the 
manager, for example, of the opposite sex in sexual harassment cases. 

• The employee or volunteer finds the prospect of using the Grievance Procedure difficult 
for issues of a personal and sensitive nature. 

• The employee or volunteer feels that the manager may lack the skills, knowledge or 
sensitivity to deal with specific complaints. 

 
If any of the above points apply the employee or volunteer should approach the Chief 
Executive or Deputy who will deal with the issue in accordance with the PCP’s policies and 
procedures.  At their discretion they may also signpost the issue to an independent external 
body as appropriate. 
 
The employee or volunteer may also raise concerns/issues under PCP’s Speaking Out 
Policy or through the Dignity at Work Policy. 
 
All employees have the right to have a work colleague or Trade Union representative 
(except legal representatives) at any formal stages of the procedure. 

 
Action against Employees or Volunteers as Harassers 
Where allegations of unfair or unacceptable treatment at work are upheld against an 
employee that person will be subject to disciplinary action under the PCP’s Disciplinary 
procedure. 

 

Equality and Diversity for people using the services of the Pioneering Care 
Partnership 
 
Comments, Compliments or Complaints 

•  Service users who wish to comment, compliment or complain about the service may 
approach any staff member and will be given information of PCP Comments, 
Compliments and Complaints Procedure. 

•  All comments, compliments and complaints will be treated seriously. 

•  No internal investigation prejudices the right of a Service User to complain to the 
Equalities and Human Rights Commission. 

 
Action against Service Users and Harassers 
 
Service Users have responsibilities as well as rights under the Equality and Diversity policy. 
Those who behave unfairly or unacceptably against employees in the course of their 



S:\Senior Management\Policies & Procedure Word Version\POLICIES PROCEDURES GUIDELINES\Equality And Diversity Policy And 
Code Of Practice Issue 9 - Nov 2015.Doc 

 

duties, or against other Service Users may have their services withheld and/or restrictions 
put on access to the Centre or specific services. 
 

Monitoring and Review: 
This Policy will be reviewed by the Senior Management Team on a regular basis to ensure 
that it remains compliant.  A full formal review will also take place as part of the SMT Policy 
Review Cycle. 
 


