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Equality Impact Assessment Tool 

This Tool has been developed to ensure that equalities, human rights, economic, social factors and the 
Armed Forces Covenant Duty are being considered ahead of the implementation of any new or revised 
policies, provisions, criteria, functions, practices and activities, including the delivery of services. Please 
note for the purpose of this document these will be grouped together and simply referred to as ‘activity’.  

General Information 
Name of activity GPTW – Great Place to Work Activity for Behaviours Framework 
Lead person and job title  OD Team  - Pam Holligan, Lisa O’Neill, Kerry Kalloway 
Contact Information (telephone 
and/or email) 

pam.holligan@nhs.scot Date of this 
assessment 

June 2025 

Names and roles of those involved 
in the impact assessment process 

Wider ODL Team: 
Louise Hitchings – L&D Manager  
Lynsey Fitzpatrick – E&D Lead 
Kerry Riddell – E&D Facilitator 
Key Network Leads – Various (see meetings for names) 
 

Describe the activity in no more 
than 200 words  

The GPTW activity supports the delivery of the Culture 
Improvement Plan and aims to foster a healthy, inclusive, and 
motivating workplace culture across Dumfries and Galloway 
(D&G). The initiative involves engaging the entire workforce to 
share their personal experiences of positive and negative 
behaviours in the workplace. These insights will directly inform the 
creation of a new Behaviours Framework, aligned with D&G’s 
Core Values. 
 
The primary aims are to promote open dialogue, enhance mutual 
respect, and clarify behavioural expectations across all levels of 
the organisation. The key outputs include the developed 
Behaviours Framework and a more informed, engaged workforce. 
 
Success will be measured by levels of participation, diversity of 
responses received, staff feedback on the process, and 
improvements in staff survey results over time—particularly 
around culture, wellbeing, and inclusion.  
 
Ultimately, the initiative seeks to embed values-led behaviours 
that support a positive and equitable working environment for all. 
 

How will people be affected by this 
activity? 

The aim of this activity is to bring about a positive organisational 
change in culture.  
 
The GPTW activity is designed to positively affect all D&G staff by 
improving workplace culture, promoting inclusivity, and clearly 
defining expected behaviours. All staff, regardless of role, grade, 
or background, will be invited to participate and share their views, 
ensuring the process is inclusive and representative. This 
includes those with protected characteristics, part-time workers, 
remote staff, and those in frontline or less visible roles. 
 
The intended outcome is a more respectful and supportive 
working environment where everyone feels heard and valued. By 
shaping the Behaviours Framework from real staff experiences, 
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the activity aims to improve daily interactions, increase staff 
satisfaction, and enhance trust in leadership. 
 
Access and participation are being actively supported through a 
range of engagement methods—including anonymous surveys, 
facilitated discussions, and tailored outreach for underrepresented 
groups—to ensure barriers to participation are reduced. 
 
The impact is expected to be significant in terms of cultural 
change, especially for those who have previously felt excluded or 
unsupported. Efforts have been made to engage with a diverse 
cross-section of staff during the design phase, and this 
engagement will continue throughout the initiative to help identify 
and mitigate any unintended negative impacts. 
 

Who has been involved in the 
development of this activity and in 
what capacity?  

We are starting the activity through initial consultation with staff 
networks, and focus groups, including team leads, leadership and 
GM’s, to understand how best to reach staff across the 
organisation. 
 
Staff Governance Workshop undertaken October 2024.  
 
11/11/2024 - All Staff in Staff in Staff Networks invited to session 
where we shared the CIP (Culture Improvement Plan) and took 
suggestions for engaging staff and further promotion. 
 
13/11/2024 - Neurodiversity Working Group invited to session 
where we shared the CIP (Culture Improvement Plan) and 
prompted suggestions for engaging staff and further promotion 
with specific focus on inclusivity and accessibility.  
 
29/11/24 – NMAHP meeting 
 
02/12/24 - Board paper developed and delivered by Pam Holligan 
to update Board/BMT on progress of Culture Plan and Behaviours 
Framework. 
 
09/12/24 – Staff Governance update delivered by Pam Holligan to 
update Board/BMT on progress of Culture Plan and Behaviours 
Framework. 
 
11/12/24 – LGBT Plus Network invited to review Culture Plan 
documents prior to launch, facilitated by Lisa O’Neill and Kerry 
Kalloway. 
 
12/12/24 – Women’s Network invited to review Culture Plan 
documents prior to launch, facilitated by Lisa O’Neill and Kerry 
Kalloway. 
 
08/01/25 – Ethnic Minority Network invited to review Culture Plan 
documents prior to launch, facilitated by Lisa O’Neill and Kerry 
Kalloway. 
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08/01/25 – SDAS Management Team Huddle invited to review 
Culture Plan documents prior to launch, facilitated by Lisa O’Neill 
and Kerry Kalloway. 
 
January 2025 – Engaged with Patient Feedback and Quality 
Improvement to present Culture Plan and Behaviours Framework 
prior to launch.  
 
Focus groups and staff engagement sessions were held across 
NHS Dumfries and Galloway locations throughout January and 
February.  
 
Engaged with the following directorates through email, huddles, 
muddles, and meetings to develop activities and engage staff in 
undertaking data collection: 

• Women’s and Children 
• Community Health and Social Care 
• Acute and Diagnostics 
• Primary Care 
• Mental Health, Psychology 
• Operational Services 

 
Face-to-face and online focus groups held with teams across 
organisation throughout January and February 2025 to collate 
lived experiences of the core values.  
 

Please include any evidence or 
relevant information that has 
influenced the overall decision  
being considered within this impact 
assessment 

• NHS D&G Culture Improvement Plan (Available on request 
from ODL) 

• Scot Gov IWWC – Improving Wellbeing and Working 
Cultures 

• Health and social care: improving wellbeing and working 
cultures - gov.scot paper and related action plan  

• Health and Social Care Alliance Scotland - Health and Social 
Care Alliance Scotland 

• Voices for change – women and disabled and LGBT+ 
network research 

• GPTW Survey March 2025 
 

Impact Assessment Questions 
Please complete the table below and outline within the comments sections:  

1. any evidence, relevant information or involvement that has influenced the decision on impact (this 
may also include demographic profiles, audits, research, health needs assessment, work based 
on national guidance, findings from engagement and consultation). Prompts are available on page 
6 to support discussion around potential impacts. 

2. Mitigating measures that will be taken to ensure that no impact is negative 
 
When assessing the impact on each protected characteristic, you should consider the following aims of 
the Public Sector Equality Duty: 

• Does the proposed activity impact on the elimination of discrimination? 
• Does the proposed activity contribute towards advancing equality of opportunity by removing 

or minimising disadvantages, meeting the needs of particular groups and encouraging participation 
in a particular activity? 

• Does the proposed activity foster good relations between different groups?  
 

https://www.gov.scot/publications/improving-wellbeing-working-cultures-2/
https://www.gov.scot/publications/improving-wellbeing-working-cultures-2/
https://www.alliance-scotland.org.uk/
https://www.alliance-scotland.org.uk/
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Protected 
Characteristics/Impact 

Areas 

Are there 
any positive 

impacts?  
 

Yes/No 

Are there any 
negative 
impacts?  

 
Yes/No 

Rationale for decision and further 
comments 

 
 

What measures will be put into place to 
mitigate any negative impacts?  

 
Please note any measures that will be put in 

place to mitigate negative impacts 

EDI Yes No 

Equality, Diversity and Inclusion has been 
a core principle in the research and 
creation of the EQIA for Great Place to 
Work. Overall, GPTW aims to create an 
organisational culture that is inclusive, 
respectful and values-led; ensuring all staff 
feel heard, respected and empowered. The 
initial design through to implementation has 
focused on utilising a structured, data-
informed, intersectional and deeply 
participative approach to embed EDI.  
 
Collectively, the GPTW initiative has 
engaged a broad cross-section of staff – 
across protected characteristics and job 
roles – during its development. We have 
actively sought feedback from the LGBT+, 
Women’s and Ethnic Minorities Staff 
Networks, along with the Neurodiversity 
Working Group. Another focus was on the 
experiences of underrepresented and 
vulnerable groups, such as carers, part-
time staff and care-experienced individuals, 
with the aim of reducing participation 
barriers. 
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The EQIA has addressed each 
characteristic with in-depth consideration, 
highlighting both positive and negative 
impacts with clear mitigation strategies. In 
addition, monitoring mechanisms will 
measure participation and impact.  
 
In consideration of our staff, we have 
offered multiple ways for staff to engage 
through a mix of online, in-person, 1-2-1 
and group sessions. The work of GPTW 
embodies, supports and reflects the wider 
NHS D&G Culture Improvement Plan and 
Scottish Government’s Wellbeing and 
Working Cultures initiative.  
 
 

Age  
• Early years, children 

and young people, 
including care 
experienced young 
people 

• Working aged people 
• Older People  

 
 
Yes 
 
 

Yes 

There is potential for digital exclusion 
across age groups, particularly among 
older adults and care-experienced young 
people, who may face barriers in accessing 
technology or using digital platforms 
confidently. 
 
Access to the internet and digital tools 
varies significantly by age. For example, 
while 98% of 16–24-year-olds are most 
likely to use smartphones, older adults tend 
to prefer tablets and may have lower digital 
confidence. 

We will provide various formats of materials 
and as many opportunities as possible for 
staff to input feedback to the GPTW activity. 
This will include various digital formats, 
shortened summarised info, digital forms 
and videos as well as information on the 
ODL Microsite. We (ODL), along with key 
staff across the organisation will be onsite to 
promote the activity. There will be 
opportunity to take part in group 
discussions, 1-2-1's, team sessions, provide 
written feedback/responses as well as 
digital.  
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Insight from 2020 indicated that only 46% 
of people aged 65 and over in the UK had 
the essential digital skills required for 
everyday tasks, compared to 96% of those 
aged 16–24. These disparities must be 
considered to ensure that all age groups 
can participate equally in engagement 
activities and access information about the 
GPTW initiative. 
 
Individuals are living longer, and the 
proportion of older workers in the Scottish 
workforce is increasing so, it will be 
important for employers 
to improve how they retain staff through the 
creation of a positive working culture. 
 
The current focused activity on culture 
improvement will target all working age 
people. Working-aged adults (the majority 
of the workforce) may experience high 
workloads or competing responsibilities, 
such as childcare or elder care. The 
initiative offers flexible engagement 
options—including online surveys, 
asynchronous tools, and varied session 
times—to allow them to contribute at times 
that suit their schedules. 
 

 
We will ensure opportunities are accessible 
for all and make reasonable adjustments 
where this is appropriate and practicable. 
 
Continue to review information and 
materials around GPTW for accessibility 
(e.g. marketing materials), to ensure it 
promotes a diverse range of positive role 
models. 
 
Continued collection and monitoring of 
Diversity & Inclusion (D&I) Data to 
ensure a representative number of disabled 
people are benefiting from GPTW 
interventions.  
 
Explore opportunities to work with wider 
networks to promote the benefits of utilising 
the experiences of disabled people to help 
understand the different 
impacts. 
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We believe that there are distinct benefits 
to having a diverse workforce, both in 
terms of the culture of the organisation and 
to the delivery of excellent customer 
service. We encourage our applicants and 
employees to share this ethos. 
 
Young people and care-experienced staff 
may be newer to the workforce and less 
familiar with workplace expectations or 
confident in raising concerns. The initiative 
will provide safe, accessible engagement 
channels such as anonymous surveys and 
drop-in sessions to ensure they feel 
empowered to participate. 
 
Older workers may have long-standing 
insights into organisational culture and 
could face age-related biases or exclusion. 
Their contributions will be actively 
encouraged to ensure institutional 
knowledge and lived experiences help 
shape the new Behaviours Framework. 
 
 
 
Everyone is equally required to 
demonstrate the relevant skills and 
experience they have to improve the 
performance of NHS D&G. 
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Policies and data collection also ensure 
that our people are treated fairly, 
consistently and are not discriminated 
against in any way. 
 

Disability (This includes 
physical disability, 
learning disability, 
sensory impairment, long 
term medical conditions 
and mental health 
conditions) 

Yes Yes 

There are potential barriers to accessing 
information and engagement materials, 
including surveys and forms used to collate 
feedback. These challenges may stem 
from the reliance on digital formats, as well 
as practical difficulties in attending in-
person sessions—especially for individuals 
with mobility issues, sensory processing 
differences, or those experiencing mental 
health difficulties. 
This could include digital formats or being 
able to attend in person sessions.  
 
Initial focus groups identified concerns 
around limited understanding of the needs 
of disabled people, and uncertainty among 
staff and managers regarding the 
distinction between positive action and 
positive discrimination. This has the 
potential to impact confidence in applying 
inclusive approaches. 
 
Disclosure was highlighted as a significant 
challenge. Many individuals may not 
disclose their disability or support needs, 
resulting in their exclusion from 

We will provide various formats of materials 
and as many opportunities as possible for 
staff to input feedback to the GPTW activity. 
This will include various digital formats, 
shortened summarised info, digital forms 
and videos as well as information on the 
ODL Microsite. We (ODL), along with key 
staff across the organisation will be onsite to 
promote the activity. There will be 
opportunity to take part in group 
discussions, 1-2-1's, team sessions, provide 
written feedback/responses as well as 
digital.  
 
We will ensure opportunities are accessible 
for all and make reasonable adjustments 
where this is appropriate and practicable. 
 
Continue to review information and 
materials around GPTW for accessibility 
(e.g. marketing materials), to ensure it 
promotes a diverse range of positive role 
models. A review of all language used—
particularly in the framework—is underway 
to ensure clarity, consistency, and 
alignment with core expectations vs 
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opportunities intended to improve their 
experience. Some staff may also feel 
uncomfortable contributing to the GPTW 
appreciation work, particularly in group 
settings. 
 
Our aim is to promote a psychologically 
safe environment to feed into the GPTW 
work. We plan to offer various ways in 
which staff can contribute, such as 
individually and/or anonymously to ensure 
all staff voices are heard and staff can 
contribute in a way that feels most 
comfortable. 
 
The Culture Plan and associated activities 
actively seek to support and include staff 
with disabilities, recognising that they may 
face barriers to participation, 
representation, and equal treatment in the 
workplace. The initiative aligns with the 
social model of disability, aiming to remove 
organisational and cultural barriers that 
may disadvantage disabled people. 
 
The framework language, specifically the 
difference between 'Like to see' and 'Love 
to see', was noted as ambiguous. Without 
clear definitions or examples, this could 
lead to confusion or inconsistency in 
interpretation—especially for staff who are 

aspirational ('excellence') behaviours. 
Where possible, definitions and concrete 
examples will be provided. 
 
Continued collection and monitoring of 
Diversity & Inclusion (D&I) Data to 
ensure a representative number of disabled 
people are benefiting from GPTW 
interventions.  
 
Explore opportunities to work with Staff 
Equality and other wider networks to 
promote the benefits of utilising the 
experiences of disabled people to help 
understand the different 
impacts. 
 
There is scope for the production of a 
summarised resource that includes font / 
plain English terminology. It is acceptable to 
summarise/paraphrase staff input from 
survey results in order to produce 
accessible and engaging resource that 
contains broad themes whilst still 
maintaining essence of resource and 
framework.  
 
We recognise the specific needs of 
neurodivergent staff, and will work to ensure 
that engagement and materials follow 
neuroinclusive design principles, including 
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neurodivergent (ND), such as those with 
autism or ADHD. ND staff may prefer 
concrete, predictable standards, and 
ambiguity may increase anxiety or 
disengagement. 
 
The size and format of the Behaviours 
Framework may also present barriers. 
While it aims to reflect a wide range of staff 
voices, its length and density may not be 
neuroinclusive. Efforts should be made to 
simplify the framework's layout and offer 
clear visual or summarised formats, 
especially for those with cognitive or 
processing difficulties. 
 
 
 
 

reduced cognitive load, straightforward 
instructions, and predictable structures. 
 
A glossary will be produced to help define 
terms set out within the Behaviours 
Framework.  
 
The initiative is supported by a robust 
Wellbeing Offer, including access to 
psychological services, coaching, 
occupational health, and workplace 
adjustments. These resources will be clearly 
signposted and integrated into the 
communication and delivery of the GPTW 
programme. 
 
 

Sex Yes Yes 

Insight sessions have taken place to 
understand any additional requirements 
and to begin to take a more co-design/co-
creation approach. 
Our aim is to promote a psychologically 
safe environment to feed into the GPTW 
work. We plan to offer various ways in 
which staff can contribute, such as 
individually and/or anonymously to ensure 
all staff voices are heard and staff can 

Ensure images and case studies in 
marketing materials do not promote or do 
challenge gender stereotyping and 
language used. 
 
Continue to promote equality through our 
content. Use non gender-specific language 
that is inclusive. 
 
The findings of the GPTW appreciation 
inquiry will allow us to develop 
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contribute in a way that feels most 
comfortable. 
 
GPTW recognises that people of different 
sexes and genders may have varied 
experiences in the workplace, including in 
how behaviours are perceived, reported, 
and responded to. The initiative aims to 
address these disparities by promoting a 
culture rooted in respect, equity, and 
inclusion. 
 
All genders—including women, men, non-
binary people, and those who are gender 
diverse—are encouraged to participate fully 
in the development of the new Behaviours 
Framework. This will help ensure that 
expectations and standards reflect the lived 
experiences of everyone in the workforce. 
 
The initiative is mindful of: 

• Gendered expectations and 
stereotypes that may affect how 
behaviours are interpreted or 
tolerated 

• Barriers women or non-binary staff 
may face in reporting inappropriate 
behaviour or feeling heard 

• The importance of ensuring that 
men also feel safe and supported in 

recommendations and proposals to offer 
practical solutions to improving gender 
diversity in the workforce. 
 
Engagement activities have been designed 
to be inclusive, safe, and accessible, with 
options for anonymous input and targeted 
outreach where appropriate. 
 
Ongoing engagement with and feedback 
from the Women’s Network and others will 
indicate success of the CIP/Framework.  
 
Continue to address flexible working and 
work/life balance and the organisation’s 
participation in the Equally Safe at Work 
programme. 
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raising concerns and participating in 
culture change efforts 

 

Gender reassignment 
and Transgender  Yes Yes 

Research (2017) identified that 39% of 
trans employees experienced negative 
comments and discrimination. 
 

• Stonewall – Shut Out (2020) 
• National LGBT Survey and Action 

Plan 
• Equality Evidence Review 
• SDS Statistics 
• LGBT+ Network research 

 
Our aim is to promote a psychologically 
safe environment to feed into the GPTW 
work. We plan to offer various ways in 
which staff can contribute, such as 
individually and/or anonymously to ensure 
all staff voices are heard and staff can 
contribute in a way that feels most 
comfortable. 
 
Findings from the LGBT+ Network 
underscore these challenges, highlighting 
that many trans and non-binary staff 
continue to experience misgendering, lack 
of understanding from colleagues, and 
hesitation to disclose their identity for fear 
of exclusion or harm. These lived 

Activity to raise awareness of the needs and 
challenges of trans individuals that they may 
face.  
 
Ensure images and case studies in 
marketing materials do not promote or do 
challenge gender stereotyping and 
language used. 
 
Continue to promote equality through our 
content. Use non gender-specific language 
that is inclusive. 
 
Ensure that all engagement methods are 
safe, confidential, and affirming, including 
anonymous feedback mechanisms and the 
use of inclusive language. 
 
The findings of the GPTW appreciation 
inquiry will allow us to develop 
recommendations and proposals to offer 
practical solutions to improving gender 
diversity in the workforce. This will allow us 
to promote dignity and respect through a 
clear Behaviours Framework that explicitly 
supports inclusion of trans and non-binary 
identities. 

https://www.stonewall.org.uk/system/files/shut_out_2020.pdf
https://www.gov.uk/government/collections/national-lgbt-survey-2017
https://www.gov.uk/government/collections/national-lgbt-survey-2017
https://www.skillsdevelopmentscotland.co.uk/media/47777/1329_equality-evidence-review-2021.pdf
https://www.skillsdevelopmentscotland.co.uk/publications-statistics/statistics?page=1
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experiences were actively considered in 
the design of the GPTW initiative. 
 
The GPTW work is committed to fostering 
a workplace culture that is safe, respectful, 
and inclusive for transgender and non-
binary staff, as well as those who are 
undergoing or have undergone gender 
reassignment. This includes recognising 
the unique challenges these individuals 
may face, such as discrimination, 
misgendering, exclusion, or fear of being 
open about their identity. 
 

 
Provide learning and awareness-raising 
opportunities to challenge prejudice and 
promote allyship among all staff. 
 
Address structural barriers and ensure 
policies and practices are reviewed to 
support gender diversity and transition in 
the workplace. 
 

Marriage and Civil 
Partnership 

Yes 
 

No 
 

GPTW acknowledges the rights of 
individuals to be treated fairly and without 
discrimination regardless of their marital or 
civil partnership status, as protected under 
the Equality Act 2010. While this protected 
characteristic primarily applies in relation to 
employment rights and benefits, it also 
intersects with broader issues of inclusion 
and respect in the workplace.  
 
We will promote a culture where all 
personal relationships and family structures 
are respected equally, without judgement 
or bias. 
 
The anticipated impact is neutral to 
positive, with the initiative reinforcing an 
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organisational culture that respects all 
individuals equally.  
 
Monitoring and feedback mechanisms will 
help ensure that no group is inadvertently 
disadvantaged based on their marital or 
partnership status. 

Pregnancy and 
Maternity 

 
Yes Yes 

EHRC research suggests that pregnant 
people can face discrimination and bias in 
the workplace. There is limited data 
available about pregnancy and maternity 
available in digital roles across the 
workforce, but the digital economy cuts 
across every sector in Scotland so the 
inequalities within the wider labour market 
are relevant. 
 
Our aim is to promote a psychologically 
safe environment to feed into the GPTW 
work. We plan to offer various ways in 
which staff can contribute, such as 
individually and/or anonymously to ensure 
all staff voices are heard and staff can 
contribute in a way that feels most 
comfortable. 
 
EHRC Pregnancy and Maternity 
Discrimination Research 
 

Ensure images and case studies in 
marketing materials do not promote or do 
challenge gender stereotyping and 
language used. 
 
Continue to promote equality through our 
content. 
 
Ensure engagement opportunities are 
flexible and accessible, with online and 
asynchronous options to allow participation 
during maternity leave or while managing 
childcare. 
 
Behaviours promoted in the new Framework 
reflect empathy, understanding, and support 
for those balancing work and family 
responsibilities. 
 
The workplace culture actively challenges 
any discriminatory attitudes or assumptions 
related to pregnancy or parenting. 
 

https://www.equalityhumanrights.com/en/managing-pregnancy-and-maternity-workplace/pregnancy-and-maternity-discrimination-research-findings
https://www.equalityhumanrights.com/en/managing-pregnancy-and-maternity-workplace/pregnancy-and-maternity-discrimination-research-findings
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Managers and colleagues of returning staff 
will be supported by ODL/HR to ensure they 
can re-engage with the workplace and 
culture change process in a way that is 
inclusive and welcoming. 
 
The findings of the GPTW appreciation 
inquiry will allow us to develop 
recommendations and proposals to offer 
practical solutions to improving gender 
diversity in the workforce. 
 

Race (includes 
Gypsy/Travellers and 
those whose first 
language is not English) 

Yes 
 Yes 

Some communities have accessibility 
needs in relation to the way services 
engage with them – for example Gypsy / 
Traveller, Refugees / Asylum seekers. We 
are committed to fostering an anti-racist, 
inclusive culture where people of all racial 
and ethnic backgrounds feel valued, 
respected, and able to thrive. 
 

• Equality Evidence Review 
• Annual Population Survey, 2019 
• Census, 2011 

 
Insight sessions have taken place with the 
identified under represented communities 
to understand any additional requirements 
and to begin to take a more co-design/co-
creation approach. 
 

Ensure representation is diverse on all 
marketing materials. 
 
Content and language levels (for whom 
English is a second language) should be 
checked using online readability tools in the 
GPTW content.  
Review content for employers and consider 
if the language could be made simpler for 
whom English is a second language. 
 
Encourage safe spaces for staff to share 
experiences of racial discrimination or 
exclusion, and use this feedback to inform 
the development of the Behaviours 
Framework 
 

https://www.skillsdevelopmentscotland.co.uk/media/47777/1329_equality-evidence-review-2021.pdf
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Our aim is to promote a psychologically 
safe environment to feed into the GPTW 
work. We plan to offer various ways in 
which staff can contribute, such as 
individually and/or anonymously to ensure 
all staff voices are heard and staff can 
contribute in a way that feels most 
comfortable. 
 
 
 

Jargon should be avoided wherever 
possible. 
 
Ongoing engagement with Ethnic Minority 
networks. 
 
Find opportunities to work with refugee 
organisations and ESOL classes to raise 
awareness of apprenticeships and the 
provision of information about work-based 
learning. 
 
Behaviours promoted in the new Framework 
reflect the embedding of respectful, 
inclusive behaviours into the workplace 
culture that challenge racism and cultural 
bias.  
 
A glossary will be produced to help define 
terms set out within the Behaviours 
Framework.  
 
There is scope for the production of a 
summarised resource that includes font / 
plain English terminology. It is acceptable to 
summarise/paraphrase staff input from 
survey results in order to produce 
accessible and engaging resource that 
contains broad themes whilst still 
maintaining essence of resource and 
framework.  
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The initiative intends to be supported by a 
robust variety of resources that support the 
culture we want to see (anti-
racist/neuroinclusive/equally safe at work, 
etc). These resources will be clearly 
signposted and integrated into the 
communication and delivery of the GPTW 
programme. 
 
 
 

Religion or belief  
Yes Yes 

Data indicates that individuals identifying 
as having a religion/belief are 
underrepresented; however, figures are 
impacted by much larger proportion of 
individuals identifying as having ‘no 
religion’ compared to the wider population. 
 
Equality Evidence Review 
 
Our aim is to promote a psychologically 
safe environment to feed into the GPTW 
work. We plan to offer various ways in 
which staff can contribute, such as 
individually and/or anonymously to ensure 
all staff voices are heard. 
 
We will respect and values the diverse 
religious and belief systems represented 
within the D&G workforce. This includes all 

Raise awareness on religion/belief and 
tackling hate speech.  
 
Find opportunities to benefit from the wider 
network to raise awareness of the potential 
barriers to positive employment experiences 
that individuals from different backgrounds 
may face. 
 
Find opportunities to benefit from the Staff 
Equality and wider networks to raise 
awareness of the potential barriers to 
positive employment experiences that 
individuals from different backgrounds may 
face. 
 
Behaviours promoted in the new Framework 
reflect the embedding of respectful, 
inclusive behaviours into the workplace 

https://www.skillsdevelopmentscotland.co.uk/media/47777/1329_equality-evidence-review-2021.pdf
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major world religions, smaller faith groups, 
spiritual beliefs, philosophical beliefs (such 
as humanism), and the right not to hold any 
belief. 
 
 
 

culture and ensure that staff of all faiths and 
beliefs feel safe and supported in 
expressing their identity and challenge 
discriminatory or exclusionary behaviours 
that may be based on religion or belief. 
 
Being mindful of religious observances, 
dietary requirements, and cultural practices 
in the planning and delivery of engagement 
activities (e.g., timing, space for prayer, 
flexibility around religious holidays). 
 

Sexual orientation  
Yes Yes 

Opportunity to promote LGBTQ+ inclusive 
practices and promote NHS as an inclusive 
employer. 
 
We are committed to fostering an inclusive 
and respectful environment for staff of all 
sexual orientations, including lesbian, gay, 
bisexual, heterosexual, and other sexual 
identities. The initiative aims to challenge 
any discriminatory behaviours or biases 
based on sexual orientation and ensure 
that all employees feel safe, valued, and 
able to express their identity openly. 
 
Stonewall Scotland research (2017) 
identified 17% of LGB employees had been 
bullied/harassed at work. 
 

Content will be developed to support current 
employees as well as prospective 
employees through the GPTW initiative. 
This may include relevant content around 
sexual orientation. 
Insight sessions can take place with 
LGBTQ+ staff to begin to take a more co-
design/co-creation approach. 
 
Stonewall Scotland can be utilised to deliver 
sessions on developing an inclusive 
workplace culture. 
 
Promote inclusive cultures that tackle 
bullying and discrimination within the Board. 
 
Promote good practice in supporting 
LGBTQ+ employees in the workplace. 
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The evidence highlights that LGBTQ+ 
young people can often face bullying and 
harassment at school, but this improves 
once at college or university. These 
challenges can also continue in the 
workplace. More evidence is required to 
improve our understanding of LGBTQ+ 
individuals in the education system and the 
labour market. 
 

• Stonewall – Shut Out (2020) 
• Equality Evidence Review 
• Voices for change – women and 

disabled and LGBT+ network 
research 

 
Our aim is to promote a psychologically 
safe environment to feed into the GPTW 
work. We plan to offer various ways in 
which staff can contribute, such as 
individually and/or anonymously to ensure 
all staff voices are heard and staff can 
contribute in a way that feels most 
comfortable.  
 
Findings from the LGBT+ Network 
underscore these challenges, highlighting 
that many trans and non-binary staff 
continue to experience misgendering, lack 
of understanding from colleagues, and 
hesitation to disclose their identity for fear 

 
Training and awareness-raising 
opportunities to ensure that all staff 
understand and uphold the principles of 
equality, respect, and allyship towards 
colleagues of diverse sexual orientations 
 
Safe spaces for open discussion, where 
staff can share experiences and feedback 
about their experiences related to sexual 
orientation without fear of discrimination or 
harassment. 
 
Continuing engagement with LGBT+ Staff 
Network. 
 
Continue to work with UK Government and 
partners to benefit from their research and 
to identify if Scottish cuts of the data can be 
provided. 
 
Behaviours promoted in the new Framework 
reflect the embedding of respectful, 
inclusive behaviours into the workplace 
culture. 
behaviours that may be based on religion or 
belief. 
 

https://www.stonewall.org.uk/system/files/shut_out_2020.pdf
https://www.skillsdevelopmentscotland.co.uk/media/47777/1329_equality-evidence-review-2021.pdf
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of exclusion or harm. These lived 
experiences were actively considered in 
the design of the GPTW initiative. 
 
 

     

Human Rights Yes 
 Yes 

Considering freedom of opinion and 
expression, and freedom from 
discrimination. Opportunity to access 
information and materials including surveys 
and forms that will be used to collate 
feedback. 
 
Our aim is to promote a psychologically 
safe environment to feed into the GPTW 
work. We plan to offer various ways in 
which staff can contribute, such as 
individually and/or anonymously to ensure 
all staff voices are heard and staff can 
contribute in a way that feels most 
comfortable. 

We will provide various formats of materials 
and as many opportunities as possible for 
staff to input feedback to the GPTW activity. 
This will include various digital formats, 
shortened summarised info, digital forms 
and videos as well as information on the 
ODL Microsite. We (ODL), along with key 
staff across the organisation will be onsite to 
promote the activity. There will be 
opportunity to take part in group 
discussions, 1-2-1's, team sessions, provide 
written feedback/responses as well as 
digital.  
 
We will ensure opportunities are accessible 
for all and make reasonable adjustments 
where this is appropriate and practicable. 
 
Freedom of expression, by providing safe 
and supportive spaces for staff to share 
their views and experiences openly, without 
fear of recrimination. 
 
Freedom from discrimination, by addressing 
harmful or exclusionary behaviours and 
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fostering an environment where everyone is 
treated equally regardless of age, gender, 
race, disability, religion, sexual orientation, 
or other protected characteristics. 
 

Carers Yes 
 Yes 

Accessing information and materials 
including surveys and forms that will be 
used to collate feedback. 
 
This could include digital formats or being 
able to attend in person sessions due to 
shift patterns and work location. 
 
Carers often manage complex and 
demanding responsibilities outside of work, 
including caring for children, elderly family 
members, or individuals with health 
conditions or disabilities. These 
responsibilities can create significant 
barriers to participation in workplace 
activities, such as completing surveys, 
attending engagement sessions, or 
contributing to organisational initiatives; 
particularly when combined with shift work, 
remote locations, or inconsistent access to 
digital platforms. 
 
Many of our staff across NHS Dumfries and 
Galloway are carers. The organisation is 
highly reliant on carers, not only as 
employees but also in the broader delivery 

The initiative actively seeks to ensure carers 
are included and supported by: 
 
Providing flexible engagement options, such 
as online surveys, asynchronous input 
opportunities, and varied session times, to 
accommodate different schedules. 
 
Promoting a Behaviours Framework that 
values empathy, understanding, and 
flexibility—qualities that directly benefit 
carers by encouraging supportive workplace 
practices. 
 
Promoting the visibility and value of carers 
through internal communications and case 
studies that highlight the dual roles carers 
play within NHS D&G. 
 
Continuing to work closely with the Carers’ 
Network and Carers’ Hub to ensure any 
emerging needs are identified early and 
addressed in a meaningful way. 
 
Embedding the principle of fairness and 
inclusion in all aspects of the culture 
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of health and social care. Carers are often 
essential partners in the treatment and 
support of our patients. Acknowledging and 
valuing this dual role is critical to 
developing an inclusive and compassionate 
culture. 
 
The positive cultural impact of existing 
support mechanisms, including our Carers’ 
Hub and Carers’ Network, has already 
been recognised. These initiatives provide 
vital resources, peer support, and 
advocacy for staff who are carers, 
contributing to a more supportive and 
understanding workplace. The GPTW work 
builds on this foundation by ensuring 
carers’ experiences and insights are 
integrated into the Behaviours Framework 
and wider culture change efforts. 

change, ensuring that carers’ experiences 
and perspectives are heard and reflected. 
 
Signposting carers to the Wellbeing Hub, 
which includes access to practical and 
emotional support to help them manage 
work-life pressures. 
 

Staff: 
• Full time 
• Part time  
• Shift workers  
• Staff with protected 

characteristics  
• Staff vulnerable to 

falling into poverty 

Yes Yes 

GPTW aims to create an inclusive and 
equitable workplace for all staff, regardless 
of their employment status, personal 
characteristics, or economic 
circumstances. The initiative recognises 
that different groups of staff may face 
unique challenges and strives to remove 
barriers to participation, engagement, and 
career progression. 
 

We will provide various formats of materials 
and as many opportunities as possible for 
staff to input feedback to the GPTW activity. 
This will include various digital formats, 
shortened summarised info, digital forms 
and videos as well as information on the 
ODL Microsite.  
 
We (ODL), along with key staff across the 
organisation will be onsite to promote the 
activity.  
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Potential barriers to accessing information 
and materials including surveys and forms 
that will be used to collate feedback. 
 
This could include digital formats or being 
able to attend in person sessions due to 
shift patterns and work location.  
 
Our aim is to promote a psychologically 
safe environment to feed into the GPTW 
work. We plan to offer various ways in 
which staff can contribute, such as 
individually and/or anonymously to ensure 
all staff voices are heard and staff can 
contribute in a way that feels most 
comfortable. 
 
Culture change efforts will promote 
inclusion, respect, and accessibility. 
Targeted outreach and support will be 
provided to these groups to ensure they 
feel represented in the process. 
 

Engagement activities and cultural changes 
are designed to include all staff, whether 
they work full-time or part-time, and that 
feedback is gathered equitably across these 
groups. 
 
There will be opportunity to take part in 
group discussions, 1-2-1's, team sessions, 
provide written feedback/responses as well 
as digital. Flexible participation options, 
such as remote or asynchronous surveys 
and feedback channels, so that part-time 
and shift-based staff have equal 
opportunities to share their views and 
contribute to shaping the workplace culture. 
 
We recognise that some staff may face 
financial challenges, including low-paid or 
precarious workers who may be more 
vulnerable to poverty. This could affect their 
ability to participate in workplace activities 
or engage fully with the culture change 
process. The initiative will work to support, 
and ensuring that all staff, regardless of 
their financial situation, have equal access 
to opportunities for development and 
wellbeing. 
 

Poverty ‘at risk’ groups  
• Unemployed people  

Yes Yes 
There is potential for people on benefits, 
care experienced young people, those 
living in deprived communities and/or 

We will provide various formats of materials 
and as many opportunities as possible for 
staff to input feedback to the GPTW activity. 
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• People on benefits  
• Pensioners  
• Care Experienced 

people  
• Those living in the 

most deprived 
communities  

• Remote rurality  

remote rurality to be digitally excluded due 
to limited income and they may lack the 
ability to access technology equipment 
and/or broadband. 
 
The way in which individuals access the 
internet varies by age group with 98% of 
16–24-year-olds most likely to use 
smartphone and older internet users more 
likely to use a tablet. 
 
In 2020, insight identified that only 46% of 
people aged 65+ in the UK had essential 
digital skills for life, compared with 96% of 
people in the 16-24 age group category. 
 
Scottish Government COVID Response 
 
Bridging the digital divide for care 
experienced young people in Scotland: If 
not now, when 
 
Developing essential digital skills 
 
Staff who are on benefits may face 
financial insecurity, which could impact 
their participation in workplace activities or 
contribute to stress and disengagement. 
 
We will consider how older generations 
interact with the workforce (e.g., as part-

This will include various digital formats, 
shortened summarised info, digital forms 
and videos as well as information on the 
ODL Microsite.  
 
We (ODL), along with key staff across the 
organisation will be onsite to promote the 
activity.  
 
There will be opportunity to take part in 
group discussions, 1-2-1's, team sessions, 
provide written feedback/responses as well 
as digital.  
 
We will ensure opportunities are accessible 
for all and make reasonable adjustments 
where this is appropriate and practicable. 
 
While the initiative primarily targets current 
employees, efforts will be made to ensure 
that those who may return to work in the 
future, or are in transitional phases, are 
included in initiatives that promote 
employability and social inclusion.  
 
The initiative will encourage skill 
development and create pathways that 
improve access to employment 
opportunities within the organisation. 
 

https://www.celcis.org/application/files/5615/9541/7476/Inform_Briefing_-_Bridging_the_digital_divide_for_Care_Leavers_in_Scotland__July_2020.pdf
https://www.celcis.org/application/files/5615/9541/7476/Inform_Briefing_-_Bridging_the_digital_divide_for_Care_Leavers_in_Scotland__July_2020.pdf
https://www.celcis.org/application/files/5615/9541/7476/Inform_Briefing_-_Bridging_the_digital_divide_for_Care_Leavers_in_Scotland__July_2020.pdf
https://post.parliament.uk/research-briefings/post-pn-0643/
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time workers, volunteers, or in mentoring 
roles) and ensure that policies and 
engagement activities are inclusive of their 
experiences and needs. 
 
Care-experienced individuals often face 
additional challenges, including trauma, 
disrupted education, or barriers to stable 
employment. The initiative will work to 
create a supportive environment that 
acknowledges and supports care-
experienced people, particularly those who 
may be entering the workforce for the first 
time or facing challenges related to stability 
and support networks. 
 
People living in economically 
disadvantaged areas often face multiple 
barriers to accessing employment, 
education, and professional development. 
GPTW activity will promote inclusive 
recruitment practices that reduce bias and 
ensure all individuals have equal access to 
career opportunities. 
 
Signposting carers to the Wellbeing Hub, 
which includes access to practical and 
financial support to help them manage 
financial pressures. 
 
 

There is scope for the production of a 
summarised resource that includes font / 
plain English terminology. It is acceptable to 
summarise/paraphrase staff input from 
survey results in order to produce 
accessible and engaging resource that 
contains broad themes whilst still 
maintaining essence of resource and 
framework.  
 
A glossary will be produced to help define 
terms set out within the Behaviours 
Framework.  
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People with low 
literacy/numeracy, 
poorer skills and/or 
attainment  

Yes Yes 

Individuals with lower levels of literacy, 
numeracy, or qualifications may face 
significant barriers to participation, career 
progression, and engagement in workplace 
activities. These staff members may 
experience feelings of exclusion, lack of 
confidence, or difficulty accessing 
opportunities for development. 
 
GPTW aims to create a more supportive 
and nurturing environment for employees 
at all levels of literacy and skill attainment. 

We aim to remove barriers to participation 
by creating a supportive and inclusive 
environment that acknowledges and 
addresses these challenges. 
 
Utilise inclusive engagement methods that 
do not rely on high levels of literacy or 
numeracy, such as using simple language, 
visual aids, and verbal communication 
options to ensure information is accessible 
to all employees. 
 
Ensure that the new Behaviours Framework 
promotes a culture of support, where staff 
feel encouraged to develop their skills and 
are not judged or excluded because of their 
current attainment levels 
 
There is scope for the production of a 
summarised resource that includes font / 
plain English terminology. It is acceptable to 
summarise/paraphrase staff input from 
survey results in order to produce 
accessible and engaging resource that 
contains broad themes whilst still 
maintaining essence of resource and 
framework.  
 
A glossary will be produced to help define 
terms set out within the Behaviours 
Framework.  
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Those involved in the 
criminal justice system 
and their families  

Yes No 

The anticipated impact is neutral, with the 
initiative reinforcing an organisational 
culture that respects all individuals equally.  
 
Promotion of an inclusive workplace culture 
where individuals are not judged based on 
their past but rather supported in their 
personal and professional development. 
 
Ensure that the new Behaviours 
Framework promotes respect, 
understanding, and empathy, and 
addresses behaviours that may 
inadvertently exclude or marginalise 
individuals. 
 

 

Homelessness Yes No 

The anticipated impact is neutral to 
positive, with the initiative reinforcing an 
organisational culture that respects all 
individuals equally.  
 
Ensure that the new Behaviours 
Framework promotes respect, 
understanding, and empathy, and 
addresses behaviours that may 
inadvertently exclude or marginalise 
individuals. 
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People who are 
displaced incl. 
refugees & asylum 
seekers 

Yes Yes 

Refugees, asylum seekers, or those 
displaced due to conflict or other crises 
often face significant challenges, including 
language barriers, social isolation, limited 
access to work opportunities, and the 
trauma of displacement. 
 
We are committed to fostering an anti-
racist, inclusive culture where these 
individuals are welcomed and supported in 
the workplace, helping them to rebuild their 
lives and careers in a safe, inclusive 
environment. 
 
Insight sessions have taken place with the 
identified under represented communities 
to understand any additional requirements 
and to begin to take a more co-design/co-
creation approach. 
 
Our aim is to promote a psychologically 
safe environment to feed into the GPTW 
work. We plan to offer various ways in 
which staff can contribute, such as 
individually and/or anonymously to ensure 
all staff voices are heard and staff can 
contribute in a way that feels most 
comfortable. 
 
 
 

Ensure representation is diverse on all 
marketing materials. 
 
Content and language levels (for whom 
English is a second language) should be 
checked using online readability tools in the 
GPTW content.  
 
Review content for employers and consider 
if the language could be made simpler for 
whom English is a second language. 
 
Encourage safe spaces for staff to share 
experiences of racial discrimination or 
exclusion, and use this feedback to inform 
the development of the Behaviours 
Framework. 
 
Jargon should be avoided wherever 
possible. There is scope for the production 
of a summarised resource that includes font 
/ plain English terminology. It is acceptable 
to summarise/paraphrase staff input from 
survey results in order to produce 
accessible and engaging resource that 
contains broad themes whilst still 
maintaining essence of resource and 
framework.  
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A glossary will be produced to help define 
terms set out within the Behaviours 
Framework.  
 
 
Ongoing engagement with Staff and wider 
networks. 
 
Find opportunities to work with refugee 
organisations and ESOL classes to raise 
awareness of apprenticeships and the 
provision of information about work-based 
learning. 
 
Behaviours promoted in the new Framework 
reflect the embedding of respectful, 
inclusive behaviours into the workplace 
culture that includes trauma-aware 
practices, and an understanding of the 
unique challenges faced by displaced 
people, refugees, and asylum seekers. 
 

Economic & Social 
Sustainability Yes Yes 

People from economically deprived 
backgrounds may be unable to use digital 
technology to access our opportunities. 
 
https://post.parliament.uk/covid-19-and-
the-digital-divide/ 
 

We will provide various formats of materials 
and as many opportunities as possible for 
staff to input feedback to the GPTW activity. 
This will include various digital formats, 
shortened summarised info, digital forms 
and videos as well as information on the 
ODL Microsite.  
 

https://post.parliament.uk/covid-19-and-the-digital-divide/
https://post.parliament.uk/covid-19-and-the-digital-divide/
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Foster a culture of inclusion and support, 
where diverse staff are provided with the 
tools and opportunities to contribute to the 
economic and social life of the 
organisation, ensuring their full participation 
in shaping the culture and success of the 
workplace. 

We (ODL), along with key staff across the 
organisation will be onsite to promote the 
activity.  
 
There will be opportunity to take part in 
group discussions, 1-2-1's, team sessions, 
provide written feedback/responses as well 
as digital.  
 
We will ensure opportunities are accessible 
for all and make reasonable adjustments 
where this is appropriate and practicable. 
 

Environmental Yes Yes 

We will integrate environmentally 
conscious and sustainable practice into 
GPTW activity.  
 
We will be mindful of our environmental 
impact in the printing of GPTW material, 
and where possible utilise a digital-first 
approach to communication and 
engagement. 
 
 

Use digital platforms (email, intranet, MS 
Teams, etc.) to share information, collect 
feedback, and deliver training/resources. 
 
Encourage a paperless approach in 
workshops, meetings, and communications. 
 
If printing is necessary, use recycled paper 
and double-sided printing settings. 
 

 
Armed Forces 
Personnel and 
Veterans 

Yes  No 

The anticipated impact is neutral to 
positive, with the initiative reinforcing an 
organisational culture that respects all 
individuals equally.  
 
Ensure that the new Behaviours 
Framework promotes respect, 

 
 



31 
Document Version 3 

Last Updated: June 2024 
 

understanding, and empathy, and 
addresses behaviours that may 
inadvertently exclude or marginalise 
individuals. 
 

 

Does this activity require consideration of the Fairer Scotland 
Duty? If yes, please outline the steps taken to meet the needs of 
the duty. 
 

This places a legal duty on public bodies to actively consider how they can 
reduce inequalities of outcomes because of socio-economic disadvantage, 
such as low income, area deprivation and material deprivation, and to produce 
a written assessment of the results.  This duty only applies to strategic 
decisions or activity. More information can be found here. 

Please indicate how are you ensuring the information about the 
activity and around the proposed changes is accessible in terms 
of communication in the following formats, where relevant: 
 
We are committed to ensuring that all information about GPTW is 
communicated in an accessible, inclusive, and user-friendly manner. 
 
Key materials and updates are shared with consideration of using 
plain language and clear visuals, and are made available through a 
variety of communication channels, including intranet posts, email 
bulletins, team briefings, and face-to-face sessions where 
appropriate. 
 
Alternative formats (e.g., large print, Easy Read, braille, translated 
materials, audio format) are available on request. 
 

Easy Read  
British Sign Language   
Alternative Languages   
Large Print  
Other (please specify)  Shorter summarised resource 

https://www.gov.scot/publications/fairer-scotland-duty-interim-guidance-public-bodies/
https://www.gov.scot/publications/fairer-scotland-duty-interim-guidance-public-bodies/
https://www.gov.scot/publications/fairer-scotland-duty-interim-guidance-public-bodies/pages/2/
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Summary Sheet 
 

Name of Activity  GPTW – Great Place to Work Activity for Behaviours 
Framework 

Date of Impact Assessment  10/10/2024 
Key Lead Contact Pam Holligan – Head of ODL 

 

Please summarise any identified negative impacts and associated mitigations/actions:  
 
Negative Impact Mitigation/Action  Responsibility/ 

Timescale  
Digital exclusion for older 
adults, disabled staff, and 
carers due to low digital 
confidence or access 

Provide materials in multiple formats; on-site 
promotion; offer 1-1 and in-person options. 

OD Team 
Ongoing  

Framework may not be 
neuroinclusive due to 
complexity and language 

Create a summarised version; use plain English; 
add glossary; visual/accessible design 
improvements 

OD Team, 
Neurodiversity 
Working Group 
– May–Aug 
2025 

Transgender and non-binary 
staff may fear disclosure or 
experience misgendering 

Provide anonymous channels; ensure inclusive 
language; awareness-raising on pronouns and 
trans rights 

OD Team, E&D 
Lead and 
LGBT+ Network 
– Ongoing  

Carers unable to attend due to 
shift patterns or responsibilities 

Offer flexible participation (async surveys, written 
input, recordings) 

OD Team Jan–
May 2025 

Women and non-binary staff 
may face barriers reporting 
poor behaviours or may be 
underrepresented 

Ensure anonymous reporting options; maintain 
active engagement with Women’s Network; use 
gender-inclusive language in all materials 

OD Team, E&D 
Lead – Ongoing 

Disabled staff face barriers 
disclosing needs and 
participating 

Promote psychological safety; provide flexible, 
private input options; highlight availability of 
adjustments 

OD Team, HR, 
Wellbeing 
Service – 
Ongoing 

Low literacy and numeracy 
may impact understanding of 
framework or surveys 

Use visual aids, simplified text, and summarised 
materials 

OD Team with 
Comms – 
Ongoing 

Staff whose first language is 
not English may find content 
inaccessible 

Avoid jargon; check readability; consider 
translations and interpreter access where needed 

OD Team with 
Comms – 
Ongoing 

Pregnant staff or those on 
maternity leave may miss 
opportunities to contribute 

Offer async online feedback options; promote re-
engagement upon return; target messaging to staff 
on leave 

OD Team, HR, 
Line Managers 
– Ongoing 

Risk of perceptions of ‘positive 
discrimination’ when applying 

Clarify difference between positive action and 
positive discrimination in training and materials; 
provide examples and EDI context 

EDI Team – 
Ongoing 
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inclusive practices (e.g. around 
disability or race) 

 

Monitoring  
How will you monitor the ongoing impact of 
the activity on all population groups? 

How will you know what the actual impact of the 
proposal is once it’s implemented? Is there an 
opportunity to carry out equality monitoring on your 
activity? Is there a review date for the activity once 
implemented? How will you know what the actual 
impact of the activity is once it’s implemented? 
 
We will assess the actual impact of the GPTW (Great 
Place to Work) activity through a comprehensive 
evaluation and monitoring process, aligned with our 
organisational commitment to equity, inclusion, and 
transparency. 
 
How we will know the actual impact: 
 

• Participation Data Monitoring 
o We will track engagement across all 

protected characteristic groups using 
anonymised Diversity & Inclusion (D&I) 
data to evaluate who is participating and 
where gaps exist. 

• Feedback Analysis 
o Qualitative and quantitative feedback 

collected through surveys, focus groups, 
and written submissions will be 
thematically analysed to identify 
emerging trends, concerns, and 
successes—specifically noting any 
differential impacts on marginalised 
groups. 

• Staff Survey Results 
o Subsequent NHS D&G staff survey data 

will be reviewed to assess changes in 
staff perceptions of culture, inclusion, 
safety, and wellbeing over time. 

• Lived Experience Insight 
o Continued collaboration with Staff 

Networks (e.g. LGBT+, Women’s, 
Neurodiversity, Carers) will ensure lived 
experience voices remain central to 
evaluation. 

• Review of Complaints or Concerns 
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o Any related concerns, complaints or 
informal feedback (e.g. through HR or 
trade unions) will be monitored to assess 
unintended consequences or 
exclusionary effects. 

 
There is a clear opportunity for equality monitoring. 
This will include the collection of anonymous 
demographic data during engagement activities and 
routine analysis of participation and impact by 
protected characteristic. 
 
The activity and associated Behaviours Framework will 
be formally reviewed in January 2026, following 6–9 
months of full implementation. Interim progress checks 
will be carried out at 3-month intervals to identify early 
impact and adapt delivery as needed. 
 
Ongoing evaluation will be led by the OD and EDI 
teams with support from Staff Networks, ensuring 
inclusive participation and accountability are 
maintained throughout the implementation period. 

 

Next Steps in the Impact Assessment Process 
When complete, the lead person should send a copy of the full Impact Assessment Tool to the Equality 

and Diversity Lead by emailing it to dg.cbsteam@nhs.scot. 
The impact assessment will then be published on the NHS Dumfries and Galloway public website at 

www.nhsdg.co.uk. 
Please take 5 minutes to share your experience of completing this Impact Assessment by completing 

this short survey   
Please note that this is a legal document stating that you have fully considered the impact on 

the protected characteristics and is open to scrutiny by service users/external partners/Equality 
and Human Rights Commission. 

 
 

 

mailto:dg.cbsteam@nhs.scot
http://www.nhsdg.co.uk/
https://forms.office.com/Pages/ResponsePage.aspx?id=veDvEDCgykuAnLXmdF5JmsnCOYOol7tJiBawcr8TCrtUOE9RWlVVNkNWVzgzQUROQUI5TkdVNEdTNy4u

	Equality Impact Assessment Tool

