
Equity and Diversity for the Essex LOC

Definition of Equality

Equality recognises that:
 
 Inequality exists and that discrimination needs to be tackled
 Employment and services should be accessible to all
 Everyone should be treated fairly
 Everyone has individual needs and the right to have those needs respected
 
Equality is about ‘creating a fairer society, where everyone can participate and has the opportunity to fulfil 
their potential' (DoH, 2004). By eliminating prejudice and discrimination, the NHS can deliver services that are 
personal, fair and diverse and a society that is healthier and happier.   For the NHS this means making it more 
accountable to the patients it serves and tackling discrimination in the work place. (DoH 2011).
 
Equality is about fair treatment

Definition of Diversity

Diversity recognises that:
 
 Everybody is different
 We need to understand, value, and respect those differences
 
Diversity literally means difference. When it is used as a contrast or addition to equality, it is about recognising 
individual as well as group differences, treating people as individuals, and placing positive value on diversity in 
the community and in the workforce.
 
Employers and services have ignored certain differences such as background, personality and work style. 
However, individual and group diversity needs to be considered in order to ensure that everybody's needs and 
requirements are understood and responded to. This is particularly true within employment practice and 
service design and delivery. These approaches recognise that in order to provide accessible services, and to 
ensure we promote inclusive working environments, then organisations need to respond differently to both 
individuals and to groups.
 
Diversity is about respecting difference.

What does ED mean in practice?
There is no single way of treating people.

Everyone has their own personal needs, values and beliefs.

It means that a “one size fits all” approach to services, employees, patients / service users will exclude some 
and so won't work.

We have to be flexible and creative in the way that we provide employment opportunities and services.

We have to be prepared to adapt what we do to be an inclusive employer.



Language and Banter

The language we use at work can make a real difference to how safe and welcome people feel. What one 
person may pass off as harmless banter could exclude and marginalise another. Here are some tips from our 
diversity staff networks:

 Check assumptions about the diversity of our staff identities, including culture, faith and abilities
 Use gender neutral language if you are unsure how someone identifies. Use the term a person uses 

to describe themselves (like 'he' or 'she' or 'they')
 When people have changed their name as part of their gender transition, do not refer to them by 

their previous name.  This is known as ‘deadnaming’ and can devalue their transition
 There are lots of other ways that people might describe their own families, partners, sexuality, 

feeling or relationships
 To find out more, see this Inclusive Language Guidance Inclusive language guide - NCAS


Here are some top tips to challenge inappropriate banter 

 Know what humour is acceptable
 Don’t encourage harmful, unfunny banter
 Don’t be a passive bystander – challenge inappropriate comments if it is safe to do so
 Read the room
 Don’t hone in on people personally
 Try to keep a professional tone and don’t let bullying banter become normal


Voicing Your Concerns

Ensure your organisation supports a working environment in which respect at work is paramount. Everyone 
has the right to be treated with consideration, dignity and respect. Sexist, racist, homophobic, biphobic and 
transphobic bullying, discrimination and harassment should not be tolerated in any form.

For example, someone in your team has come out as bisexual. In a team meeting, you overhear them being 
asked when they will ultimately settle on a relationship with a man or woman. This implies that they will 
eventually be straight or gay. This comment is likely to be an unwelcome speculation that does not respect 
their privacy, or their identity as a bi person. Even if it is a joke, it is a form of harassment. 

As a colleague overhearing or witnessing bullying, harassment and/or discrimination, it is important to 
respectfully challenge it in the moment, if it is safe to do so. It is important to actively support colleagues from 
marginalised groups by offering compassion and space to be themselves and being a voice of reason and 
allyship when fear and hate come to the surface. 

Case Study 1
 
You work in an open plan office and notice some people loudly joking around. You hear one say to a younger 
colleague "Here he is, our computer superstar! Saw the photos of your marathon run on Twitter, loved those 
shorts! You got any more pictures like that for us gorgeous?"  
 
You notice that the young man tries to pass it off as meaningless banter, but looks uncomfortable...
 
You've noticed this type of behaviour before from the same group and on occasions it has been much more 
direct.

Is this discrimination?

If you think YES: You are correct, this could be deemed as discrimination. The conversation, as well as being 
potentially damaging to the individual, is a form of bullying. It's worth noting that equality is not just about the 



rights of women in the workplace - equality means being treated equally for everyone and not just one specific 
group.

If you witness or learn about inappropriate behaviour or bullying and harassment, there are a number of 
options to raise your concerns:

- Talk to a Respect at Work Contact
- Talk to your line manager about the Respect at Work and Anti-Bullying and Harassment Policy
- Talk to your Trade Union
- Discuss the issue in confidence with one of our Staff Networks
- Seek advice from HR

This applies to all protected characteristics.

Case Study 2

A community nurse carries out home visits. After treating a female patient, and shortly before she left, she had 
asked the patient if she would like a prayer said for her.  
 
The patient politely declined and the nurse said that she had only offered to pray for her because "I was 
concerned about her welfare and wanted her to get better."

What do you think? Was it OK for her to offer to pray?

If you think NO - This is the correct answer.
The statement from the Trust stated that the community nurse showed a failing to demonstrate a "personal 
and professional commitment to equality and diversity". Their statement also said "we are keenly aware of the 
importance of an individual's spiritual belief and we recognise that the nurse felt that she was acting in the 
best interests of her patients.  It is acceptable to offer spiritual support as part of care when the patient asks 
for it, however, for nurses whose principal role is giving nursing care the initiative lies with the patient and not 
with the nurse."

Case Study 3
 
Hannah is a project manager and currently enjoying maternity leave following the birth of her second child and 
is due to return to work at the end of January. During a 'keeping in touch' day she is made aware of a 12 
month secondment opportunity at a higher grade within the same team.
 
Hannah calls her manager and is pleased to hear that she has both the skills and experience necessary to 
apply.
 
During the call Hannah asks when the secondment is expected to start and is informed that the secondment is 
to commence at the beginning of January. Hannah then states that she is not due back from mat leave until 
the end of January and asks if the start date is flexible?
 
Her manager advises that they need someone in January and therefore Hannah isn't eligible to apply. Her 
manager also adds that perhaps that isn't a bad thing as the secondment would be a step up for Hannah in 
terms of responsibility and she would likely find it too much to cope with alongside her new family.
 
Is this response acceptable?

No this is not correct. Sarah's response was not acceptable. Hannah has been denied the opportunity to apply 
for a promotional secondment because she is on maternity leave. It is also highly inappropriate for her 
manager to suggest that Hannah is unlikely to be able to cope with the secondment and her new family. 
‘Maternity and Paternity' is one of the 9 protected characteristics under the Equality Act 2010. In this scenario 



Hannah has been directly discriminated against on the grounds of ‘Maternity' as she is on statutory maternity 
leave. Reasonable consideration should have been given to the potential of negotiating a revised return to 
work date for Hannah or to deferring the secondment start date by a few weeks, rather than an automatic 
refusal. Also think about whether the comment about the young family would have been said to a new father?

Case Study 4
 
In a one to one meeting a colleague expresses a concern to you. They have recently shared their lesbian sexual 
orientation to another member of the team who they have always got on well with. Their colleague was 
surprised and stated that they have a strong moral objection to lesbians and gay men. They recognised the 
need to treat others with respect regardless of their sexuality, so while they felt it was not acceptable to be a 
lesbian, they nevertheless wanted to maintain a positive relationship with their colleague. They requested that 
the lesbian colleague should help in this by not referring greatly to their sexuality again.

If you think NO - This is correct. We always want to respect the values and perspective of others. However, in 
this context there are certain 'non-negotiables' we need to consider. Employees are required to treat all 
people with dignity and respect. This includes and extends to colleagues, visitors and patients, regardless of 
any aspect of their identity. It is not acceptable under any circumstances to discriminate on any aspect of 
identity including sexual orientation. Refusing to acknowledge their colleague's sexual orientation could be 
considered discriminatory. The Equality Act 2010 prevents an individual directly treating someone less 
favourably on the grounds of their sexual orientation. All organisations should have a zero-tolerance approach 
to discrimination, bullying and harassment. 

Case Study 5
 
David has recently joined your team.  During his induction, David confidentially disclosed to his immediate line 
manager that, although he was assigned as a girl at birth, he identifies as a man.  David and his line manager 
look at our organisation's Trans Equality Policy together. David decides he will use the male toilet facilities 
while at work, in keeping with his gender identity.  
 
Yesterday, David visited the male toilet nearest to his workstation and – whilst at the sink washing his hands – 
recognised and said hello to Simon (a colleague based in his wider department).
 
When Simon returned to his desk, he asked for a meeting with his own line manager, where he stated that it 
was unacceptable for David to be using the male toilets, given that he was born a female. Simon also stated 
that he refused to use the male toilets at the same time as David. Simon suggested that, as a compromise, 
David should be asked to use the disabled toilet located on the same floor.

Simon’s suggestion was not acceptable. David is entitled to use the toilets of the gender that he identifies with 
and suggesting that he should use the disabled accessible toilet under these circumstances is an example of 
illegal harassment because it creates a hostile and potentially unsafe environment for David.

In this scenario, the line manager should clarify this to Simon. If Simon continues to insist that David is wrong 
to use the male facility, the line manager should address this as a harassment issue in line with the Respect at 
Work and Anti-Bullying and Harassment Policy.

In some offices, gender neutral and accessible toilet options are available, which anyone is welcome to use. 
However, it is always an individual's choice to use whichever facilities match their gender identity.
 
The Equality Act 2010

It is important to have a general understanding of the legal framework regarding equality, and that you can 
relate this framework to your everyday role. The UK framework has two elements to it: the anti-discriminatory 
framework (which gives individuals a route to raise complaints of discrimination around employment and 
service delivery) and the public duties (which place a proactive duty on organisations to address institutional 
discrimination). These principles are embedded within the Equality Act 2010.
 



Equality and Diversity is not a “one size fits all” approach and whilst it's important not to put people into 
boxes, the law - through the Equality Act - does say that we have to look at equality in terms of certain 
headings or 'protected characteristics'.  There are nine of these protected characteristics.

There are nine protected characteristics 

Age - Age discrimination can affect anyone, old or young. The Equality Act protects people of all 
ages.

Disability - A person has a disability if he or she has a physical or mental impairment which has a 
substantial and long-term adverse effect on that person's ability to carry out normal day-to-day 
activities. The Act puts a duty on the employer to make reasonable adjustments for staff to help 
them overcome disadvantage resulting from an impairment (for example, by providing assistive 
technologies to help visually impaired staff use computers effectively).

Gender reassignment / Identity - The Equality Act (2010) protects people on the basis of gender 
reassignment (also known as ‘gender identity’) from direct and indirect discrimination and 
harassment.   This includes discrimination by association and discrimination against people 
perceived to have the protected characteristic of gender reassignment/gender identity.

Marriage and civil partnership - The Act protects employees who are married or in a civil partnership 
against discrimination.

Pregnancy and maternity - A woman is protected against discrimination on the grounds of pregnancy 
and maternity during the period of her pregnancy and any statutory maternity leave to which she is 
entitled. During this period, pregnancy and maternity discrimination cannot be treated as sex 
discrimination. Breastfeeding is now explicitly protected.

Race - For the purposes of the Act `race´ includes colour, nationality and ethnic or national origins.

Religion or belief - Religion includes any religion.  It also includes a lack of religion (people are 
protected if they do not follow a certain religion).  Belief includes religious and philosophical beliefs 
including lack of belief (e.g. Atheism).  Generally, a belief should affect your life choices or the way 
you live. This characteristic does not include political or scientific beliefs.

Sex - Both men and women are protected under the Act.

Sexual orientation - The Act protects a person's sexual orientation towards:

(a)persons of the same sex,

(b)persons of the opposite sex, or

(c)persons of either sex.

Based on education supplied by NHS England, with thanks


