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(1.) A Foreword from our 
President and our Chief 
Executive  
 
We are delighted to share with you the 
Pharmaceutical Society NI’s Equality, Diversity 
and Inclusion (EDI) Strategy and Action Plan 
2025 - 2028.  Whilst we have always subscribed 
to the principles of equality, diversity and 
inclusion, and these principles were important in 
our policies and all that we did, it is timely and 
important to formally lay out our strategic 
direction and plan of action in this regard. 
 
The Council’s overall vision for the 
Pharmaceutical Society NI is to be recognised 
and trusted as a leader for modern and effective 
healthcare regulation and professional 
leadership, with a key role in ensuring pharmacy 
services are safe and meet high standards. The 
approach that we take to EDI supports our ability 
to deliver on our vision, as we must ensure that 
the needs of our whole society are considered 
and respected. 
 
We recognise that we need to build on 
delivering equality, improving diversity and 
fostering inclusion across what we do. We must 
make sure that EDI is fully embedded into our 
work, shapes our future priorities, helps us 
measure our achievements and shows us where 
we can do better.  
 
Overall, our  Strategy sets out how we plan to 
work together, with others, to map our approach 
to EDI. It outlines our EDI themes, objectives 
and outcomes in one place, in order to support 
transparency, monitoring and reporting on our 
work.  This will help shape everything that we do 
in our day-to-day work, making sure that we are 
continually thinking about the specific needs of 
the different groups and people that we work 
with. 
 
We hope this Strategy provides you, as a 
pharmacist, an employee or as a stakeholder, 
with the assurance that EDI is an inherent part 
of our agenda going forward.  We look forward 
to hearing your feedback as this will enable us 
to fine tune how we deliver on our outcomes 
over the next three years. 
 
 

 
“The Council’s overall vision for 
the Pharmaceutical Society NI is 
to be recognised and trusted as 
a leader for modern and 
effective healthcare regulation 
and professional leadership, 
with a key role in ensuring 
pharmacy services are safe and 
meet high standards. The 
approach that we take to EDI 
supports our ability to deliver on 
our vision, as we must ensure 
that the needs of our whole 
society are considered and 
respected.” 

 
“We recognise that we need to 
build on delivering equality, 
improving diversity and fostering 
inclusion across what we do. We 
must make sure that EDI is fully 
embedded into our work, shapes 
our future priorities, helps us 
measure our achievements and 
shows us where we 
 can do better.”  

 
       

 
   Dr Geraldine O’Hare            Canice Ward 
             President                Chief Executive 
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(2.) Who are we and why does 
EDI matter? 
 
It is important to outline who we are and what 

our role is to enable the link between this role 

and the importance of making the EDI 

Strategy a realistic, relevant and proportionate 

working document. 

 

The Pharmaceutical Society NI has 

responsibility for both the regulation of and 

professional leadership for pharmacists in 

Northern Ireland and plays a key role in 

ensuring pharmacy services are safe and 

meet high standards. 

 
We fulfil this role in the following ways: 

 

o Setting standards; 

o Holding a register; 

o Quality assuring education; 

o Investigating complaints and concerns; 

o Assessing fitness to practise. 

 
With this role, we take seriously our need to 

ensure equality for all, that diversity is 

embraced and that inclusion is inherent in all 

areas that we have responsibility for.  We want 

to ensure that our Strategy is a dynamic, 

flexible document that is regularly reviewed to 

meet the ever-changing needs of society, as 

well as the needs of our pharmacy community.   
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The Pharmaceutical Society NI believes that 

promoting and delivering Equality, Diversity 

and Inclusion (EDI) in the workplace is an 

essential aspect of good people management 

and leadership in its role as a regulator and its 

role as an employer.  It is about creating 

working environments and cultures where 

every individual can feel safe, has confidence 

in our processes, experiences a sense of 

belonging and is empowered to achieve their 

full potential, be this as, MPharm students, 

FTY trainees registrants, employees or 

members of our Council; this, of course, also 

applies when we engage with our key 

stakeholders. 

 

Whilst there is a legal requirement under 

Section 75 of the Northern Ireland Act 1998 for 

public authorities in Northern Ireland to outline 

how they carry out their responsibilities to 

protect nine characteristics, it is important to 

note that the Pharmaceutical Society NI is not 

a public authority. We have therefore 

developed a Strategy on the basis that 

everyone we encounter, in whatever role, has 

an equal right to be engaged with regardless 

of: different religious belief, political opinion, 

gender, racial group, age, marital status or 

sexual orientation, persons with a disability 

and persons without, persons with dependents 

and persons without.  We further recognise 

that it is not just these nine protected 

characteristics, rather it is also people with 

other needs, such as, those with caring 

responsibilities or those with language or 

communication challenges that should be 

included.  The promotion of equality of 

opportunity, diversity and inclusion therefore 

entails more than the elimination of 

discrimination.  We believe in the fundamental 

values that having an EDI Strategy can 

encourage and grow, and that these values 

can become an inherent part of what we do, 

making us more responsive to a diverse range 

of needs.  

 

We also recognise that the language we use, 

and the words we choose in order to express 

ourselves, is evolving all the time.  It is 

important for the Pharmaceutical Society NI to 

understand this and to ensure it does its 

utmost to listen, learn and keep up-to-date 

with how people choose to describe 

themselves.  We hope, however, as we move 

through the Strategy, and in particular the 

action plans, that through surveys and 

communications with key stakeholders, they 

will assist us in this learning. 
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(3.) Our Structures and Governance Arrangements to Enable EDI  
       Delivery 
 
Our Strategy seeks to make EDI a key part of all our work, both as a regulator and as employer. 

Our Council and Senior Management Team see the delivery of an EDI Strategy as a shared 

responsibility;  therefore, in order to deliver, it is important for the Pharmaceutical Society NI to be 

clear on role demarcation, so that the Strategy is laid on a solid foundation and has the best 

possible opportunity to deliver on these important outcomes. 

 

The Council is our governing body and, for this purpose, will hold the Chief Executive and the 

Senior Management Team to account for its delivery of the EDI Strategy. The Senior Management 

Team, led by the Chief Executive, will have overall responsibility to deliver on this Strategy and 

ensure allocated staff members (including our Business Support Manager and key personnel) play 

their part in this delivery. The Senior Management Team will: 

 

 

 

 

 

 

  

o Make sure that the Action Plans, outlined further in this Strategy, 

are in line with the organisation’s direction of travel through its 

vision, associated strategies and business plan; 

o Provide challenge, as well as, oversight and support; 

o Decide upon any additional projects or actions within the Action 

Plan; 

o Approve any changes to existing actions; 

o Ensure adequate resource and manage competing demands; 

o Monitor progress against the Action Plan; and, 

o Identify risks and flag these to the Chief Executive and in turn to 

Council. 

 



7 

 

As well as delivering on the EDI Strategy, the Senior Management Team is responsible for raising 

the importance of it, in their business areas;  they must make sure that staff are aware of and 

engaged with the Action Plans and how these fit with the wider business vision and plan. All 

employees have a responsibility to live the EDI values and make these real through their work and 

engagement with other people, both internal and external to the organisation.  We are all role 

models.   

 

The above structure is the outline of how we will manage the EDI Strategy delivery internally; we 

have, later in this document, in our Action Plans, outlined how we will engage with our MPharm 

students, FTY trainees, registrants and key stakeholders to ensure that we have embraced the true 

concept and ethos of equality, diversity and inclusion for all. 

 

(4.) What do we Aim to Achieve with our Equality Diversity and  
        Inclusion (EDI) Strategy? 
 
The Pharmaceutical Society NI recognises that it is starting out on a journey, with much work to do, 

to set up the processes and gather the evidence to enable the delivery of a meaningful and 

impactful EDI Strategy – one that makes a difference to the way in which we work and integrates 

EDI into our everyday work. 

 

In order to do this, we want to: 
 

o Better understand the communities and cultures of the people we work with, the challenges that 

they face, so that we can apply this to the work that we do; 

o Remove discriminatory practice, be that direct or indirect, intentional or unintentional;   

o Better reflect diversity in all areas of our organisation, as an employer and as a regulator; and, 

o Make sure everyone feels included, listened to and heard. 

Whether you are a registrant, a FTY trainee, an employee, a MPharm student or a key stakeholder, 

we want your experience of dealing with the Pharmaceutical Society NI to be a good one. 
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(5.) How will we do this? 
 

Below we have set out a three-year Action 

Plan.  In the Action Plan, five overall 

outcomes have been identified that starts 

the Pharmaceutical Society NI on a path to 

achieving its goal of making EDI an integral 

part of its day-to-day activity.  These 

outcomes are to: 

1. Have appropriate 
governance, structures and 
processes in place to 
embed EDI across 
regulatory and professional 
leadership activities; 

2. Ensure that MPharm 
students, FTY trainees and 
registrants are equipped to 
provide appropriate care to 
all patients and service 
users, and have appropriate 
EDI knowledge and skills; 

3. Make fair decisions across 
all regulatory functions; 

4. Engage with and influence 
others to advance EDI 
issues and reduce unfair 
differential outcomes; and, 

5. Sustain and support the 
workforce for the future as 
the employer. 

 
 
 

 

 
 

Under each of these outcomes are a set of 

objectives that have year one, year two and 

year three actions against them, along with 

an identified measurement of success.  An 

accountable officer, a member of the Senior 

Management Team, has also been 

identified.   

 

The aim has been to make these 

outcomes, objectives and actions clear and 

concise to provide the best opportunity for 

successful delivery.  

 

The accountability arrangements have 

been set out in ‘Our structures and 

governance arrangements to enable EDI 

delivery’ (section on Page 8, to ensure 

effective monitoring, review and delivery). 

 

We set high standards for our registrants, 

as set out in our Code (available on our 

website – www.psni.org.uk).  Our EDI 

Strategy therefore sets out the way in which 

we will hold ourselves to account for 

achieving the same high standards in how 

we treat the people we come into contact 

with. 

 

 

       

 

 
 
 

http://www.psni.org.uk/
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(6.) Three-year Action Plan - setting out our EDI themes and  
        objectives 
 

 
Theme 1: To have appropriate governance, structure and processes in place to       
                 embed EDI across regulatory and professional leadership activities. 
 

 

 

Objectives: 

 
 

Year 1 
Actions/Outcomes 

 
 

Year 2 
Actions/Outcomes 

 
 

Year 3 
Actions/Outcomes 

Accountable 
officer: Chief 

Executive 
 

Success 
measure: 

Holds up-to-date and 
accurate data 
covering all relevant 
characteristics for 
senior leadership, 
Council, Committees, 
decision makers and 
fitness to practise 
panelists. 

To collect the data, hold 
it securely and have it 
appropriately available 

for analysis.  

Continue on from Year 
1, roll out with new 
senior leadership, 
Council, Committees, 
decision makers and 
fitness to practise 
panelists. 

 

Continue on from Year 
2, roll out with new 
senior leadership, 
Council, Committees, 
decision makers and 
fitness to practise 
panelists. 

That we have 
surveyed all 
the appropriate 
people and 
hold the data 
securely.  

Has an EDI 
Strategy/Action Plan 
that is regularly 
updated to 
incorporate new 
good practice, with 
regular public 
reporting against 
targets, milestones 
and impact. 

To implement the first 
year of the Action Plan 

and to review with 
Council on a six-

monthly basis, which 
will be published on the 
Pharmaceutical Society 

NI website. 

To implement the 
second year of the 
Action Plan and to 

review with Council on 
a six-monthly basis, 

which will be published 
on the Pharmaceutical 

Society NI website. 

To implement the third 
year of the Action Plan 

and to review with 
Council on a six-

monthly basis, which 
will be published on 
the Pharmaceutical 
Society NI website. 

On track for 
each year. 

Has a clear 
governance structure 
to embed EDI across 
the organisation. 
 

To have EDI as a 
standing item at all 
senior management 
monthly meetings to 

monitor progress. 
 

To formally review the 
EDI Action Plan twice 
yearly at Council, to 

ensure all actions are 
on target for completion 

in year. 
 

To consider any actions 
that should be added or 
amended in light of new 

evidence. 

To have EDI as a 
standing item at all 
senior management 
monthly meetings to 

monitor progress. 
 

To formally review the 
EDI Action Plan twice 
yearly at Council, to 

ensure all actions are 
on target for 

completion in year. 
 

To consider any 
actions that should be 
added or amended in 
light of new evidence. 

To have EDI as a 
standing item at all 
senior management 
monthly meetings to 

monitor progress. 
 

To formally review the 
EDI Action Plan twice 
yearly at Council, to 

ensure all actions are 
on target for 

completion in year. 
 

To consider any 
actions that should be 
added or amended in 
light of new evidence. 

Clear structure 
for reporting 

on EDI 
matters, 

thereby able to 
demonstrate it 
is part of core 

business 
processes and 

to clearly 
demonstrate 

delivery. 

Ensures its 
regulatory policies 
and processes do not 
disadvantage 
particular groups 
(including producing 
Equality Impact 
Assessments in 
advance of major 
policy changes/ 
reviews).  
 

To train staff in the use 
of equality impact 

screening and equality 
impact assessments 

(EQIA). 
 

Once training is 
completed, to introduce 
screening and EQIA (as 

required) for all new 
policies. 

To develop a plan to 
screen all existing 

policies. 

To review 
effectiveness of 

introduction of the 
EQIA process for new 
policies to adopt any 

learning points. 
 

To carry out screening, 
and EQIA as 

necessary, on all 
existing policies. 

 
 
 

To review 
effectiveness of 

screening and EQIA 
processes and build 

on any learning. 
 

Ensure equality 
screening and EQIA 
has become part of 

usual policy 
development process. 

 
 
 

EQIA process 
embedded in 

policy 
development 

and screening 
log held. 
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EDI issues will be a key 
focus in the 

development of updated 
Code of Ethics and 

Conduct and Behaviour 
and all updates to 

standards and 
guidelines. 

 

EDI issues will be a 
key focus in the 
development of 
updated Code of 

Ethics and Conduct 
and Behaviour and all 
updates to standards 

and guidelines. 
 
 

EDI issues will be a 
key focus in the 
development of 
updated Code of 

Ethics and Conduct 
and Behaviour and all 
updates to standards 

and guidelines. 
 

 

 

 

Theme 2: To ensure that MPharm students and registrants are equipped to provide                   
                 appropriate care to all patients/service users and have appropriate   
                 EDI knowledge/skills. 
 

 

 

Objectives: 

 
 

Year 1 
Actions/Outcomes 

 
 

Year 2 
Actions/ 

Outcomes 

 
 

Year 3 
Actions/Outcomes 

Accountable 
officer: 

Transformation, 
Governance and 

Compliance 
Lead (TG&CL) 

 

Success 
measure: 

Standards and/or 
guidance for MPharm 
students, FTY trainees 
and registrants are 
designed to equip 
them to provide 
appropriate care to all 
patients/service users.  

To benchmark with 
similar organisations to 
establish good practise. 

 

To enhance guidance in 
terms of equality, 

diversity and inclusion 
for MPharm students 

and registrants. 

To implement the 
guidance for 

MPharm students 
FTY trainees and 

registrants. 

To carry out focus groups 
with MPharm students FTY 

trainees, registrants and 
stakeholders to evaluate 
the effectiveness of the 
guidance, in terms of 
relevance and ease of 

use/understanding. 

Guidance in 
place following 
development 

and 
evaluation. 

Standards and/or 
guidance for MPharm 
students FTY trainees 
and registrants require 
them to value diversity 
and challenge 
discrimination. 

To ensure the guidance 
is developed to include 

valuing diversity and 
challenging 

discrimination. 

To implement the 
guidance for 

MPharm students 
FTY trainees and 

registrants. 

To carry out focus groups 
with MPharm students, FTY 

trainees, registrants and 
stakeholders to evaluate 
the effectiveness of the 
guidance, in terms of 
relevance and ease of 

use/understanding. 

As above. 

Requires education 
and training providers 
to demonstrate that 
they prepare MPharm 
students and FTY 
trainees to provide 
appropriate care to all 
patients/service users. 

To signpost and support 
a mandatory e-learning 

package to prepare 
MPharm students and 

FTY trainees to provide 
appropriate care in 

terms of EDI. 

To implement the 
mandatory training. 

To carry out focus groups 
to evaluate the 

effectiveness of the training 
on the delivery of service. 

80% 
satisfaction 

rate. 

Requires education 
and training providers 
to demonstrate that 
they take appropriate 
account of diverse 
MPharm student and 
FTY trainee needs. 

To develop a survey to 
gather EDI data relating 
to MPharm students and 

FTY trainees. 
 

To encourage MPharm 
students and FTY 

trainees to complete the 
survey. 

 

To correlate EDI data 
from survey relating to 
MPharm students and 

FTY trainees. 
 

To use this data to 
assess policies, 
procedures and 

guidelines to ensure 
they are fit for purpose. 

 

To carry out yearly 
a survey with 

MPharm students 
and FTY trainees to 

gather EDI data 
and to understand if 

their needs are 
being met in terms 

of EDI. 

To carry out yearly a survey 
with MPharm students and 
FTY trainees to gather EDI 
data and to understand if 
their needs are being met 

in terms of EDI. 

Year on year 
increase in 

survey uptake 
to provide EDI 

data. 
 

80% 
satisfaction 

rate. 
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To carry out equality 
screening/EQIA when 
applicable i.e. when 
issues are flagged 
through screening. 

Supports and 
encourages registrants 
to improve their EDI 
knowledge and skills, 
including through its 
CPD/revalidation 
requirements where 
relevant.  

To signpost and support 
a mandatory e-learning 

package to prepare  
registrants to provide 
appropriate care in 

terms of EDI. 

To encourage 
registrants to 

undertake the EDI 
e-learning package 
as part of CPD, or 
as needed through 

a yearly 
communication. 

To encourage registrants to 
undertake the EDI e-

learning package as part of 
CPD, or as needed through 

a yearly communication. 
 

Evaluate - survey 
usefulness of training when 
working with patients and 

service users. 

Monitor uptake 
and see year 

on year 
increase in 
usage, and 

positive survey 
results. 

 
 

Theme 3: To make fair decisions across all regulatory functions. 
 

 
Objectives: 

 

Year 1 
Actions/Outcomes 

 

Year 2 
Actions/Outcomes 

 

Year 3 
Actions/Outcomes 

Accountable 
officer: TG&CL 

Success 
measure: 

Holds up-to-date 
and accurate data 
covering all 
relevant 
characteristics for 
its registrants. 

To develop an EDI survey 
for registrants. 

 

To carry out an EDI 
survey once per year and 
encourage registrants to 

complete. 
 

To use the data to inform 
Strategy, policy, 

procedure and training in 
all areas alongside other 

data captured. 

To carry out an EDI 
survey once per 

year and encourage 
registrants to 

complete. 
 

To use the data to 
inform Strategy, 

policy, procedure 
and training in all 
areas alongside 

other data captured. 

To carry out an EDI survey 
once per year and encourage 

registrants to complete. 
 

 

To use the data to inform 
Strategy, policy, procedure and 
training in all areas alongside 

other data captured. 

Year on year 
uptake. 

 

Impact on 
Strategy, 

policy, 
procedure 

and training. 

Ensures its fitness 
to practise 
processes and 
guidance, address 
allegations of 
racist and other 
discriminatory 
behaviour. 

To develop and add 
relevant sections to the 

fitness to practise 
guidance. 

To review wording 
yearly to ensure 
language and 

guidance is in line 
with good practise. 

To review wording yearly to 
ensure language and guidance 

is in line with good practise. 

Wording 
added and 
reviewed 
yearly. 

Ensures staff, 
Council, 
Committee, 
decision makers 
and fitness to 
practise panelists 
receive training on 
EDI issues. 

Source relevant, good 
practise training and 

ensure training is carried 
out three-yearly. 

 

Evaluate training for 
relevance and impact. 

  Training 
completed 

and 
evaluation 
shows 80% 
satisfaction. 

Uses data and/or 
other evidence to 
identify unfairness 
in its processes 
and decisions, and 
takes action to 
reduce the 
potential for bias.  

To carry out a yearly 
review of fitness to 

practise cases using 
available data, an analysis 

of patterns and any red 
flags in relation to process 

flaws. 
 

To take action on any 
concerning areas that 

require immediate 
attention. 

To carry out a yearly 
review of fitness to 

practise cases using 
available data, an 

analysis of patterns 
and any red flags in 
relation to process 

flaws. 
 

To take action on 
any concerning 

areas that require 
immediate attention. 

To carry out a yearly review of 
fitness to practise cases using 
available data, an analysis of 
patterns and any red flags in 
relation to process flaws.  At 

year three it will also be 
possible to start monitoring for 

the emergence of trends 
through any patterns that have 

been noted. 
 

To take action on any 
concerning areas that require 

immediate attention. 
 

To take a longer-term approach 
to any emerging trends. 

Process in 
place. 

 

Information 
available to 

provide 
reassurance 
to Council 
on fairness 

of processes 
and action 

taken if 
unfair 

practise 
identified. 

Has methods of 
collecting EDI data 
from those raising 

Through work mentioned 
above, data will be 

available; ability to gather 

To communicate 
with all registrants 

the process for 

To communicate with all 
registrants the process for 

raising complaint and steps that 

To have a 
trusted 

process in 
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fitness to practise 
concerns and 
reduces barriers to 
raising concerns. 

data also there if data has 
not already been 

gathered, as a method will 
be in place to dynamically 

analyse the data. 
 

To communicate with all 
registrants the process for 

raising complaint and 
steps that Society will take 
in dealing with complaint 
efficiently, comprehen-

sively and confidentially. 
 

raising complaint 
and steps that 

Society will take in 
dealing with  
complaints 
efficiently, 

comprehensively 
and confidentially. 

Society will take in dealing with 
complaint efficiently, 
comprehensively and 

confidentially. 

place and 
available 
data to 
provide 
trend 

analysis as 
applicable. 

 

Remedial 
action taken 

in policy, 
procedure 

and training. 

Has methods to 
ensure the 
processes around 
the selection of 
CPD portfolios for 
assessment and 
the assessment 
process remove 
the potential for 
bias 

Develop our software to 
ensure that portfolios are 

selected at random. 
Analyse data to 

demonstrate EDI 
characteristics of 
registrants whose 

portfolios are selected 
against the population EDI 

data  
 
 

Analyse data to 
demonstrate EDI 
characteristics of 
registrants whose 

portfolios are 
selected against the 
population EDI data 

with 2-year trend 
Report statistically 

significant 
information to 

Council 

Analyse data to demonstrate 
EDI characteristics of 

registrants whose portfolios are 
selected against the population 

EDI data with 3-year trend 
Report statistically significant 

information to Council 

Process in 
place 

Information 
available to 

provide 
reassurance 
to Council 
on fairness 

of processes 
and action 

taken if 
unfair 

practise 
identified 

Ensure CPD 
portfolio selection 
for assessment is 
without reference 
to registrant 
identity, and that 
CPD assessors 
have no access to 
the identity of the 
registrant whose 
portfolio they are 
assessing. 

Analyse data to 
demonstrate EDI 
characteristics of 
registrants whose 

portfolios are assessed as 
meeting or not meeting 

standard against the 
population EDI data 
Report statistically 

significant information to 
Council.  

Analyse data to 
demonstrate EDI 
characteristics of 
registrants whose 

portfolios are 
assessed as 

meeting or not 
meeting standard 

selected against the 
population EDI data 

with 2-year trend 
Report statistically 

significant 
information to 

Council 

Analyse data to demonstrate 
EDI characteristics of 

registrants whose portfolios are 
assessed as meeting or not 
meeting standard selected 

against the population EDI data 
with 3-year trend 

Report statistically significant 
information to Council 

Process in 
place 

Information 
available to 

provide 
reassurance 
to Council 
on fairness 

of processes 
and action 

taken if 
unfair 

practise 
identified 

Has methods in 
place to ensure 
registration 
decisions are 
made without bias. 

Analyse data to 
demonstrate EDI 
characteristics of 

registrants and applicants 
whose registration 

application is approved or 
declined against the 
population EDI data 
Report statistically 

significant information to 
Council. 

Collect and share EDI 
characteristics of those 

FTY trainees undertaking 
the Common Registration 

Assessment and 
benchmark CRA 

outcomes against UK 
wide data. 

Analyse data to 
demonstrate EDI 
characteristics of 
registrants and 

applicants whose 
registration 

application is 
approved or 

declined against the 
population EDI data 
Report statistically 

significant 
information to 

Council. 
Collect and share 
EDI characteristics 

of those FTY 
trainees undertaking 

the Common 
Registration 

Assessment and 
benchmark CRA 

Analyse data to demonstrate 
EDI characteristics of 

registrants and applicants 
whose registration application 

is approved or declined against 
the population EDI data 

Report statistically significant 
information to Council. 
Collect and share EDI 

characteristics of those FTY 
trainees undertaking the 
Common Registration 

Assessment and benchmark 
CRA outcomes against UK 

wide data. 

Process in 
place 

Information 
available to 

provide 
reassurance 
to Council 
on fairness 

of processes 
and action 

taken if 
unfair 

practise 
identified 
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outcomes against 
UK wide data. 

Theme 4: To engage with and influence others to advance EDI issues and reduce   
                 unfair differential outcomes. 

 

 
Objectives: 

 

Year 1 
Actions/Outcomes 

 

Year 2 
Actions/Outcomes 

 

Year 3 
Actions/Outcomes 

Accountable 
officer: TG&CL 

Success 
measure: 

Seeks out and acts 
on feedback from a 
diverse range of 
stakeholders. 

To carry out a stakeholder 
analysis, identifying how to reach 
out to a diverse range of groups. 

 

To arrange to meet with the 
diverse range of stakeholders and 

encourage participation in a 
survey. 

 
 

To carry out an EDI survey with 
stakeholder list. 

 

To devise an action plan to 
address common themes of 
feedback from stakeholders. 

To take forward 
action plan from 

year one. 
 

To provide feedback 
to stakeholders on 

action. 

To take forward 
action plan from 

year one. 
 

To provide feedback 
to stakeholders on 

action. 

Delivery 
against 

action plan. 
 

Uses research or 
evidence indicating 
issues which 
adversely affect 
groups of patients 
and service users 
who share 
protected 
characteristics to 
inform its work. 

To devise an action plan based on 
the research carried out and to 

address common themes. 

To take forward 
action plan from 

year one. 
 
 

 

To provide feedback 
to stakeholders on 

action. 

To take forward 
action plan from 

year one. 
 
 

 

To provide feedback 
to stakeholders on 

action. 

Delivery 
against 

action plan. 

Provides and 
promotes routes to 
allow registrants, 
patients, service 
users and others to 
speak out against 
bias and 
discrimination. 

To sign post all groups on how to 
raise issues on Pharmaceutical 

Society NI website and on social 
media. 

 

Meet stakeholder groups 
identified in the stakeholder 

analysis (three yearly). 

To sign post all 
groups on how to 
raise issues on 
Pharmaceutical 

Society NI website 
and on social 

media. 

To sign post all 
groups on how to 
raise issues on 
Pharmaceutical 

Society NI website 
and on social media. 

 
 

Evidence of 
routes being 

used to 
raise issues. 

Ensures it 
identifies, records 
and acts on the 
EDI elements of 
organisational 
complaints. 

To carry out a yearly review of the 
nature of complaints and 

specifically assess for EDI 
elements (directly or indirectly). 

 
Results will be added into the 

stakeholder feedback action plan 
(above-mentioned). 

To carry out a 
yearly review of the 
nature of complaints 

and specifically 
assess for EDI 

elements (directly or 
indirectly). 

 

Results will be 
added into the 

stakeholder 
feedback action 

plan (above-
mentioned). 

To carry out a yearly 
review of the nature 
of complaints and 
specifically assess 
for EDI elements 

(directly or 
indirectly). 

 

Results will be 
added into the 

stakeholder 
feedback action plan 
(above-mentioned). 

Delivery 
against 

action plan. 

Engages with other 
regulators and 
organisations in 
the health and 
social care sector 
and beyond, for 
example through 
joint regulatory EDI 
groups. 

To build upon links already made 
in the Northern Ireland Joint 

Regulators Forum, proposing to 
set up an EDI strand to the Forum 

to share good practice, and to 
establish dynamic agenda items 

for discussion. 
 

To ascertain other regulator 
groups that contact could be 
made with to share learning. 

To attend and 
meaningfully 

contribute to the 
EDI Forum of 
regulators in 

healthcare, and 
beyond to share 
learning and find 

collective solutions. 

To attend and 
meaningfully 

contribute to the EDI 
Forum of regulators 
in healthcare, and 
beyond, to share 
learning and find 

collective solutions. 

Involvement 
in wider 

information 
sharing and 

good 
practise. 

Publishes its own 
EDI data, research 
and analysis. 

To publish on the Pharmaceutical 
Society NI website (other social 

media) yearly. 

To publish on the  
Society NI website 

To publish on the 
Society NI (other 

Data, research 
and analysis  
available and 
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(other social media) 
yearly. 

social media) 
website yearly. 

shared on 
website (other 
social media). 

Theme 5: Sustain and support the workforce for the future as the employer. 
 

 
Objectives: 

 

Year 1 
Actions/Outcomes 

 

Year 2 
Actions/Outcomes 

 

Year 3 
Actions/Outcomes 

 

Accountable officer: 
TG&CL 

Success measure: 

Ensure EDI data 
is held for staff 
members and 
analysis is carried 
out regarding 
composition at 
point of 
recruitment.  

Ongoing. 
 

Develop a statement to 
encourage completion of 

EDI data and explain 
why it is organisationally 
and societally important. 

 

Analyse data to 
understand the people in 

society who are 
attracted to apply for 

posts in the 
organisation, and to 
inform how better to 

attract a broader 
representation. 

Ongoing. 
 

Review yearly 
statement of 

encouragement to 
complete to ensure fit 

for purpose. 
 

Analyse data to 
understand the 

people in society who 
are attracted to apply 

for posts in the 
organisation. 

 
 

Ongoing. 
 

Review yearly 
statement of 

encouragement to 
complete to ensure fit 

for purpose. 
 

Analyse data to 
understand the 

people in society who 
are attracted to apply 

for posts in the 
organisation. 

Increase on 
completion and 

return rate. 
 

Analysis available on 
gaps in attraction of 

certain people in 
society. 

Develop 
recruitment 
practise to make 
it open for all 
groups of society 
to apply for roles. 

To review current 
recruitment practise. 

 
To use data available 
regarding the above-

mentioned and assess 
against all protected 

characteristics, ensuring 
processes are not 

prohibitive, for example, 
due to a disability or 

language barrier. 

To review current 
recruitment practise. 

 
To use data available 
regarding the above-

mentioned and 
assess against all 

protected 
characteristics, 

ensuring processes 
are not prohibitive, 

for example, due to a 
disability or language 

barrier. 

To review current 
recruitment practise. 

 
To use data available 
regarding the above-

mentioned and 
assess against all 

protected 
characteristics, 

ensuring processes 
are not prohibitive, 

for example, due to a 
disability or language 

barrier. 

Processes amended 
based on data and 

assessment. 
 

Increase in harder to 
reach members of 

society according to 
data and 

assessment. 

To analyse the 
staff survey of 
2024 to ensure it 
has been 
screened for 
potential EDI 
issues. 

Review data gathered 
and establish if EDI 

matters could play a part 
in any issues raised. 

 
Ensure that these form 
part of the action plan 

that is developed. 
 

To link with the 
wellbeing outcomes of 

the staff survey and 
provide an EDI input, 

outlining the importance 
of EDI wellbeing and a 
culture of belonging. 

  Delivery of action 
plan and training. 

To have fit for 
purpose and 
legislatively 
compliant people 
policies in place. 

To review staff 
handbook and 

associated policies 
ensuring that EDI 
matters are fully 

incorporated, staff 
advised of changes and 

can easily access 
policies. 

To review staff 
handbook and 

associated policies 
ensuring that EDI 
matters are fully 

incorporated, staff 
advised of changes 

and can easily 
access policies. 

To review staff 
handbook and 

associated policies 
ensuring that EDI 
matters are fully 

incorporated, staff 
advised of changes 

and can easily 
access policies. 

Staff policies 
reviewed and 

published on intranet, 
or other internal 

mechanisms for easy 
access to policy and 

available in 
alternative formats. 
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(7.) Leadership and Governance 
 

Our Strategy is structured in a way that makes EDI a key part of all our work across the 

Pharmaceutical Society NI, both as a regulator and as an employer.  Our leaders recognise the role 

they must play, and we understand that the successful delivery of our ambitions relies on the efforts 

of all staff, Council members and stakeholders. This is something for which we all have a shared 

responsibility. At the heart of our approach lie several key principles:  

 

o our leaders and all staff are active role models – they understand why 

EDI matters and how it relates to all our work;  

o our approach is evidence led – we will use insights to plan our 

approaches to continuous improvement, so making sure that we place 

safe and effective care at the heart of healthier communities; and, 

o we will have a proactive approach to coproduction, reflecting a diversity 

of lived experience, including the voices of those from seldom seen and 

heard communities.  
 

Our Council is our governing body. It is responsible for the overall control of our organisation, 

including agreeing this Strategy and holding the executive to account for its delivery. Senior 

managers and line managers are responsible for delivering the EDI Strategy and for understanding 

and raising the importance of EDI in their business areas. They must make sure that all staff are 

aware of and engaged with these priorities, and how these fit in with our approach to EDI in the 

context of the overall Pharmaceutical Society NI’s Strategic Plan.  All employees and Council 

members have a responsibility for making sure they:   

o meet the equality and human rights legislation;   

o keep their training in and understanding of EDI up to date (this includes 

taking part in training sessions); and,   

o contribute to an inclusive working culture that celebrates the diversity of 

their colleagues and the people using our services.   

Everyone has a responsibility to ‘live’ our values and to bring these to life through their work and 

interactions with other people inside the organisation and it is hoped outside as well.  
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The EDI governance structure reflects our approach to making sure there is a clear leadership 

commitment to support the delivery of our Strategy. It further reflects the relationships and 

collaboration between key stakeholder groups, whose common purpose it is to make sure that EDI 

is considered in all our work.  

 

Figure 1: Organisational Structure  

 
 

            

 
 
 
 
 
 
 
 

 

All members of the Team are responsible for being EDI 
champions across the organisation. 
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(8.) Monitoring, Reviewing and Reporting our Performance  
 

Our EDI objectives are based on:   
 

o our organisation-wide priorities;   

o evidence and feedback we collect; and,   

o an understanding of issues that arise in the wider world. 

We review our EDI objectives every year, in line with our Business Plan. The effective delivery of our 

EDI objectives depends on our EDI action plan. As set out, this describes the specific activities that 

belong to each objective.  We regularly monitor our progress against this plan at senior 

management meetings and we report our progress to Committees, Council, Staff and our annual 

reports.   

 

Our EDI Strategy will play a pivotal role in: 

o Ensuring that our EDI data will be more robust, enabling better 
understanding of any gaps. In turn, this will give us a strategic 
understanding of where we need to deliver continuous improvement; 

o Giving stakeholders greater confidence about the transparency and 
fairness of our decisions, through better and more regular reporting; 

o Embedding a stronger understanding of the individuals with 
protected characteristics who may be most adversely affected by our 
policies, procedures and practices; this in turn will allow us to put 
these imbalances right, in a way that is proportionate and fair; 

o Encouraging and supporting pharmacy professionals to reflect and 
consider the diversity of wider society (including local communities) in 
the care and services they provide; 

o Enhancing the way that we support pharmacy professionals to deliver 
person-centred care – we will be better informed by using what we 
learn about the experiences of patients/carers; and,  

o Enabling our workforce and stakeholders to see that our culture is 
diverse and inclusive. 
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Appendix 1: Glossary of Terms  

• FTY Trainee – student as defined in in the Pharmacy (Northern Ireland) Order 1976 as a registered 

student 

• MPharm student – person undertaking study for an approved degree per regulation 8 of the 

Pharmaceuticial Society of Northern Ireland (General) Regulations (Northern Ireland) 1994.  

• Registrant –  registered person as defined in the Pharmacy (Northern Ireland) Order 1976. 
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Any enquiries about this publication should be sent to us at the Pharmaceutical Society NI: 
 

Address:  73 University Street, Belfast BT7 1HL 
Email:  info@psni.org.uk  
Telephone:  028 9032 6927 
 

This publication is available from our website at 
www.psni.org.uk    

mailto:info@psni.org.uk

