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1.0 PURPOSE 

 

1.1 HealtHarmonie supports the principle of ensuring equal opportunities to all job applicants, 

employees and service users by ensuring they are not disadvantaged by conditions which 

apply to recruitment and selection, promotion, transfer, training, grievance and all terms and 

conditions of employment or patient care. HealthHarmonie aims to ensure that all staff, 

whatever their differences, feel valued and have a fair and equitable quality of working life. 

2.0 SCOPE 

2.0 The policy aims to eliminate direct and or indirect discrimination on grounds of gender, 
gender reassignment, marital status, civil partnerships, sexual orientation, colour, race, 
nationality, ethnic or national origins, age, religion, belief, pregnancy and maternity or 
disability.  In addition, there is a more general provision designed to eliminate unreasonable 
discrimination on grounds of age, and on the grounds that a person is known or suspected to 
be HIV infected. 
 

2.1 This policy applies to all employees/volunteers/service users of HealthHarmonie and will 

be reflected in all work activities. Appropriate disciplinary action, including dismissal for serious 

offences will be taken against any employee/contractor/volunteer who breaches this policy. 

3.0 TURNING POLICY INTO PRACTICE. 

 

3.1 The existence of a policy is very useful, but it is not enough in itself to ensure that equality 
of opportunity becomes a reality. The Diversity Board and employment Services Committee 
have identified there are four specific ways in which HealthHarmonie intends to implement the 
Policy: 
 

 By issuing this code of practice.  It sets out specific and more detailed arrangements 

to be followed so that policy becomes practice. 

 By monitoring, auditing data and making recommendations.  This is a longer-term 

measure involving the collection of data about existing employees, service users, job 

applicants, job offers etc., in order to assess whether or not the policy is working. 

 By making it clear in the Disciplinary Rules that all employees will be expected to make 
the policy work, and not act in a discriminatory way or in any way which could be 
regarded as harassment. 

 By training all staff.  A comprehensive training programme is in place in order to 
communicate everyone’s responsibilities under the policy. 

 

3.2 These measures convey HealthHarmonie’s intentions to develop and apply procedures 
and practices which promote equal opportunities. HealthHarmonie carry out regular reviews 
of Workforce and Organisational Development practices and procedures to ensure that: 
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 They accord with the principles of equal opportunities. 

 There is consistent and objective application with individuals being selected, trained and 
promoted entirely on the basis of their abilities and the requirements of the job. 

 Guidance notes issued to managers on the operation of the various policies and 
procedures (i.e. advertising, recruitment and selection, grievance, discipline etc) are being 
followed. 

 

4.0  DEFINING DISCRIMINATION 

 

4.1 Discrimination can be defined in four ways: 

 

i)  Direct discrimination - where less favourable treatment is given to a 

person in the same or similar circumstances of another person; 

ii) Indirect discrimination - where unjustifiable conditions or requirements are 
imposed with which fewer people can comply and it is to an employer’s detriment that 
he/she cannot comply; 
 
iii) Victimisation  - in which a person is discriminated against because they had 
asserted his/her rights, or has been involved in its enforcement by supporting someone 
else who has made a complaint;  

 
iv) Harassment – any form of behaviour even unintentional which is likely to 

intimidate, embarrass, humiliate and offend, such as: 

 Verbal or physical abuse 

 Innuendo, mockery or unwarranted remarks, display or circulation of offensive 
material 

 Use of derogatory stereotypes 
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5. Legislation Relating to Equal Opportunities in   

         Employment. 

 5.1 The Equality Act 2010 

5.1.1 It is against the law to discriminate against people at work, the Equality Act 2010 

became law in October 2010 and replaces previous legislation.  The Act protects 

people who have a ‘protected characteristic’ and ensures consistency in what 

HealthHarmonie will do to make the workplace and clinical settings a fair environment 

and to comply with the law. 

The Act encompasses the following protected characteristics:- 
Age  

This Act makes it illegal for employers to discriminate, directly or indirectly, against 

employees/service users on the basis of their age. It also outlines obligations 

employers have in relation to the retirement of employees.     

HealthHarmonie will honour age ranges specified within service specifications. 

 Disability 

The Act defines a disabled person as someone who has “a physical or mental 

impairment, which has a substantial and long-term adverse effect” on their ability to 

carry out normal day-to-day activities.  

“Long-term” means that it must have lasted, or be expected to last, at least 12 months. 

 “Physical or mental impairments can include sensory impairments and learning 

difficulties.   

The Act provides that a person with a disability shall not be discriminated against in 

relation to terms and conditions of employment, care, training and promotion and 

receiving any other benefits or opportunities. Where necessary and practical, 

employers/service providers will look to make reasonable adjustments to 

working/clinical conditions or to the workplace/clinical settings to avoid putting disabled 

workers/service users at a substantial disadvantage. 

 Gender Reassignment 

 The Act provides protection for transsexual people.  It is discrimination to treat 

 transsexual people less favourably for being absent from work because they 

 propose to undergo, are undergoing or have undergone gender reassignment 

 than they would be treated if they were absent because they were ill or injured. 

Service users who have undergone/undergoing gender reassignment will not be 

treated differently.   Clinical care will be undertaken with discretion and in line with 

clinical needs of the service user. 
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 Marriage and Civil Partnership 

The Act protects employees who are married or in a civil partnership against 

 discrimination.  Single people are not protected. 

 Pregnancy and Maternity 

A woman is protected on the grounds of pregnancy and maternity during the period of 
her pregnancy and any statutory maternity leave to which she is  entitled. 
 
Pregnant service users will be treated with equally and with dignity throughout their 
care pathway. 
 

 Race  

 The Act protects service users, employees and job applicants who belong to a certain 

race, colour, nationality or ethnic origin and have been discriminated against.  

The Act prohibits discrimination on racial grounds.    

 Religion or Belief 

It is unlawful to discriminate on the grounds of religion or belief. Religion or belief is 

defined as being any religion, religious belief or similar philosophical belief whether 

real or perceived. 

Everyone has the right to freedom of thought, conscience and religion; this right 

includes freedom to change his religion or belief and freedom, either alone or in 

community with others and in public or private, to manifest his religion or belief, in 

worship, teaching, practice and observance. Freedom to manifest one's religion or 

beliefs is subject only to such limitations as are prescribed by law and are necessary 

for public safety or for the protection of the rights and freedoms of others. 

Sex 
 
Gender discrimination involves unreciprocated and unwelcome actions, attention or 
behaviour which are of a sexual nature, even if unintentional. 

 

 Sexual Orientation 

It is unlawful to discriminate on the grounds of a person’s sexual orientation. The Act 

protects bisexual, gay, heterosexual and lesbian people. 

5.2 Rehabilitation of Offenders Act - 1974 

 

 The Rehabilitation of Offenders Act allows convicted persons who have been 

subsequently re-convicted, to consider their conviction as “spent” after certain periods 

of time.  This means that under most circumstances no reference need be made to 

such a conviction by the persons concerned, nor should any other person publish it or 

refer to it. 
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Exemptions to the Act: 

A number of exemptions have been made including certain Health and Social Services 

Employees.  The Act states that the following would be regarded as an exemption; 

o Medical Practitioners 

o Dentists and their staff 

o Nurses and Midwives 

o Ophthalmic staff 

o Pharmaceutical staff 

o Any of the Professions Supplementary to Medicine  

 

In broad terms this means any post involving a member of staff having patient contact 

will be regarded as an exemption. 

5.3 Equal Pay Act – 1970  

The Equal Pay Act established the right of men and women to equal treatment as 

regards Terms and Conditions of Employment when they are employed in the same 

or broadly similar work, or work which though different, has been given equal value 

under a job evaluation scheme or work which is of equal worth in terms of the demands 

of the job.   

It applies to men as well as women and to full or part-time employment. This will be 

measured through Agenda for Change. 

5.4 Asylum and Immigration Act -1996 

The law is intended to ensure that ONLY those legally entitled to live and work in the 
United Kingdom are offered employment. 
The employer could be guilty of a criminal offence if someone is employed who does 

not have permission to be in – or to work in the United Kingdom. 

To enable compliance with the Asylum and Immigration Act 1996, all employees will 

be asked to submit one of the following documents;  

 A passport describing the holder as a British citizen or as having the right of abode 
in – or an entitlement to readmission to – the United Kingdom. 

 A passport containing a Certificate of Entitlement issued by or on behalf of the 
Government of the United Kingdom certifying that the holder has the right of abode 
in the United Kingdom. 

 A certificate of registration or naturalisation as a British citizen. 

 A birth certificate issued in the United Kingdom or in the Republic of Ireland. 

 A passport or national identity card issued by a State which is a party to the 
European Economic Area Agreement and which describes the holder as a national 
of that State. 

 A passport or other travel document endorsed to show that the person named is 
exempt from immigration control, has indefinite leave to enter, or remain in, the 
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United Kingdom or has no time limit on his or her stay. Alternatively, a letter issued 
by the Home Office confirming that the person named has such status. 

 A passport or other travel document endorsed to show that the person named has 
current leave to enter or remain in the United Kingdom and is not precluded from 
taking the employment in question; or a letter issued by the Home Office confirming 
that this is the case. 

 A United Kingdom residence permit issued to a national or a State which is a party 
to the European Area Agreement. 

 A passport or other travel document endorsed to show that the holder has a current 
right of residence in the United Kingdom as the family member of a named national 
of a State which is a party to the European Economic Agreement and who is 
resident in the United Kingdom. 

 A letter issued by the Immigration and Nationality Directorate of the Home Office 
indicating that the person named in the letter is a British citizen or has permission 
to take employment. 

 A work permit or other approval to take employment issued by the Department for 
Education and Employment or, in Northern Ireland, by the Raining and 
Employment Agency. 

 A passport describing the holder as British Dependent Territories citizen which 
indicates that the status derives from a connection with Gibraltar. 
 

Employees who consider that they have been unfairly discriminated against within 

the remit of these statues, have a right to use the HealthHarmonie Grievance 

Procedure to seek redress, in the first instance.  In addition, this does not take 

away an individual’s right to an Employment Tribunal. 

5.5 Public Sector Equality Duty  

The public sector Equality Duty (section 149 of the Act) came into force on 5 April 

2011. The Equality Duty applies to public bodies and others carrying out public 

functions. It supports good decision-making by ensuring public bodies consider how 

different people will be affected by their activities, helping them to deliver policies and 

services which are efficient and effective; accessible to all; and which meet different 

people's needs.  

The Equality Duty is supported by specific duties, set out in regulations which came 

into force on 10 September 2011. The specific duties require public bodies to publish 

relevant, proportionate information demonstrating their compliance with the Equality 

Duty; and to set themselves specific, measurable equality objectives. 
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6. A SHARED RESPONSIBILITY 

 

It is the intention that all employees of HealthHarmonie will be aware of the provisions 
of this policy. The responsibilities of HealthHarmonie and its employees will be 

positively incorporated into staff training at all levels. 
 

6.1 Managerial Responsibility 

To ensure effectiveness at all levels, the overall responsibility for the implementation 
of this policy will rest with HealthHarmonie, and the implementation of the associated 
procedural arrangements shall rest with the Head of Operations and Medical Director. 
 
Managers will ensure that their members of staff are operating within the policy and 
associated locally agreed procedures.  Directors and managers should ensure that all 
employees are made aware of their responsibilities, the law and HealthHarmonie’s 
policy on equal opportunities.  It is, therefore, important that employees are made 
aware of their responsibilities to ensure that any behaviour which could be 
discriminatory does not occur. 
 
HealthHarmonie will ensure that all reasonable and practicable steps have been taken 
to eliminate discriminatory practices. 

 

6.2 Responsibility of Individual Employees 

Whilst the primary responsibility for ensuring that there is no unlawful discrimination 
rests mainly with HealthHarmonie, individual employees at all levels also have 
responsibilities. 

 
Good employee relations and fair employment practices depend on employees as well 
as on management and their attitudes. All employees have a duty to HealthHarmonie 
and to fellow employees/service users and are required to: 
 

 Co-operate with measures introduced by HealthHarmonie to ensure equal 
opportunity and non-discrimination; 

 Not to discriminate themselves or induce/attempt to induce other employees to 
discriminate; It is an offence to discriminate and in doing so may lead to an 
investigation and possible disciplinary action. 

 Not to harass, abuse or intimidate other employees/service users on grounds of 
gender, gender reassignment, marital status, civil partnerships, sexual orientation, 
colour, race, nationality, ethnic or national origins, age, religion, belief, pregnancy 
and maternity or disability. 

 
HealthHarmonie aims to provide a working environment that is free from harassment, 
intimidation or bullying or any other form of harassment constituting unacceptable 
behaviour which is personally offensive.  

 
Please refer to the ‘Dignity at Work’ policy within the Human Resource Policies and 
Procedures Handbook or HR section of the intranet. 
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7. KEY ASPECTS OF THE POLICY 

7.1 Equal Opportunities Policy - Age  

 
Age restrictions in employment or recruitment matters are unlawful unless this can be 
objectively justified.  

 
7.2       Recruitment 
 

It is recognised that in recruitment and selection managers have to make their own 
judgements about the level and type of experience which applicants will need to have.  
In advertisements, and at all stages in the recruitment process, it is these criteria that 
should be applied rather than “translating” these requirements into minimum age limits. 
 

7.3 Training Provision 

 
For all training, the age of an “applicant” should only be considered as one factor 
amongst many in deciding whether or not training should be offered. 

 

8. EQUAL OPPORTUNITIES POLICY - CAREER DEVELOPMENT 
AND PROVISION OF TRAINING 

 
8.1 To ensure quality of opportunity in career development and training for staff all training 

opportunities and vacancies are published in HealthHarmonie’s Vacancy Bulletin and 
accessible via intranet sites which will be accessible electronically on the Intranet and 
via the Head of Operations.  
 

8.2 The Vacancy Bulletin will be circulated to external locations i.e. libraries, community 
centres etc and to all eligible employees and not in such a way as to exclude or 
disproportionately reduce the numbers of applications from a particular group. 
Managers will notify their staff of suitable vacancies within team briefs. 

 
8.2 Where appropriate and where permissible under the relevant legislation, 

HealthHarmonie will give training and encouragement to employees of under-
represented groups in order to achieve equality of opportunity within the organisation. 
 

8.3 Employees with disabilities should not be denied opportunities for training, extra 
responsibility or more demanding work because of misconceptions about the 
limitations imposed by their disability.   

 

8.4 The development of disabled people should be based on a realistic assessment of their 
ability, with specialist advice, where appropriate. 
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9. EMPLOYMENT BREAKS 

 
9.1  Consistent with the needs of the service, HealthHarmonie will encourage initiatives 

designed to help staff who wish to return to work after an employment break, or wish 
to combine their pursuit of a career with raising a family. 

9.2  See also HealthHarmonie policies - “Career Break Retainer Scheme” and “Provision 

of Special Leave”. 

10. EQUAL OPPORTUNITIES POLICY - CULTURAL AND 
RELIGIOUS NEEDS 

This section highlights the arrangements for taking account of cultural and religious 
needs within the Equal Opportunities Policy. 

It is unlawful for employers to discriminate when dealing with issues such as requests 
for leave for religious observance, or in laying down rules on dress, uniform etc. 
Where possible HealthHarmonie will endeavour to grant all requests for leave for 
religious observance.  

10.1 General Provisions 

10.1.1 Where employees have particular religious or cultural needs which may conflict with 

work requirements, their managers will have to consider whether it is reasonably 
practicable to vary or adapt these requirements to enable such needs to be met. 
 

10.1.2 In dealing with such matters, managers must seek to balance the operational needs of 
their department with the cultural and religious needs of employees.  Where 
appropriate, expert advice should be obtained. 
 

10.2 Extended Leave 
 

Managers have discretion to allow employees to accumulate annual leave or to grant 
unpaid leave in order for them to visit relatives overseas. 
 

Managers will need to take account of individual circumstances and the needs of the 

service, but they must ensure that the criteria applied in responding to applications are 

consistent and non-discriminatory. 
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11. EQUAL OPPORTUNITIES POLICY - EMPLOYMENT OF 
PEOPLE WITH A DISABILITY 

HealthHarmonie holds the Disability Symbol which shows commitment to the 
recruitment and retention of disabled people or those who become disabled whilst 
employed. HeallthHarmonie will ensure people with disabilities are protected from 
unlawful discrimination and receive full and fair consideration for all job vacancies 
which, apart from their disability would normally be suited to their experience and 
qualifications. 

 
11.1 Recruiting Staff with Disabilities 
 

11.1.1 At interview, a disabled person may require special arrangements to be made and 

applicants will be invited in the application form to notify HealthHarmonie of any special 

requirements which might be needed for the interview which are caused by the 

disability in question.  HealthHarmonie will endeavour to make such adjustments as 

are reasonable and practicable following consultation with the applicant if necessary.  

Wherever possible these should be accommodated. 

11.1.2 In addition to the routine preparations made for interviews, attempts should be made 
to gain some prior knowledge of any disability, which may have to be discussed. 
Guidance can be sought from the Policy “Mental Health in the Workplace”. 

 
11.1.3  HealthHarmonie will consider taking any of the following action in recruiting or retaining 

people with a disability: 
 

 adjusting premises 
 allocating duties elsewhere 
 altering working hours 
 considering different places of work, including home 
 authorised absence from work for treatment or therapy 
 training 
 purchasing or modifying equipment/work environment 
 providing supervision 

 

11.1.4 The following will be considered in deciding if the actions are reasonable: 

 employee well being 
 benefit to organisation 
 practicability 
 financial or other costs 
 extent of resources 
 availability of financial assistance 
 

11.1.5 At interview, the disability will only be discussed objectively in relation to job 
requirements.  If possible, interviews should, if appropriate and relevant, provide an 
opportunity for personal abilities to be demonstrated. 
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11.1.6 Occupational Health clearance is required for all employees in order to seek advice or 

offer reasonable adjustments. 

11.2    Induction 
 
11.2.1 During the normal induction process and any follow-up procedures, any problems 

occurring should be identified and discussed with a view to finding ways of overcoming 
them. 

 
11.2.2 Appropriate training should be considered for the immediate manager/supervisor in 

understanding the nature of the disability and any additional problems in supervision 
that might result.  Help is available from the Disability Employment Adviser through a 
local Job Centre Plus. 

 

12. EXISTING EMPLOYEES BECOMING DISABLED 

12.1 HealthHarmonie will endeavour to help employees who become disabled and 
wherever possible will assist with their rehabilitation and training. 
 

12.2 HealthHarmonie will, and where possible will use grants available, make reasonable 
adaptations to premises including ramps for access and toilet facilities. 
 

12.3 Similarly, HealthHarmonie will make reasonable modifications to procedures or 
equipment to make full use of an individual’s ability. 

 

13. HEALTH AND SAFETY 

 
13.1 The same Health and Safety provisions made for all employees will normally apply to 

people with a disability.  However, in some cases, there may be additional factors to 
be taken into account.   

 
The Employment Medical Advisory Service, or the individual themselves can advise 
on what they may need in a particular case.   
 

13.2  Appropriate steps may include: 
 
 managers to carry out risk assessments of all work areas to ensure safety of 

employees; 
 making sure that employees with a learning disability are fully aware of safety 

procedures and fire regulations through Individual Performance Reviews; 
 assigning one or two colleagues to assist people with mobility difficulties, or to 

alert employees with a hearing or visual impairment in the event of an 
emergency; 

 arranging for any specific first aid training beyond that generally required. 
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14. ADVICE AND ASSISTANCE 

 
14.1 Managers seeking advice in the recruitment and retention of disabled people should 

contact the Head of Operations or external HR representation body. 
 
14.2 HealthHarmonie keep up-to-date with detailed schemes of help available to assist in 

the recruitment and retention of disabled people. 
 

15. EQUAL OPPORTUNITIES POLICY – POLICY TRAINING 

15.1 HealthHarmonie recognises that it has the responsibility for ensuring that its 

employees have the appropriate skills and knowledge to operate HealthHarmonie’s 

Equal Opportunities Policy.  This section sets out the arrangements for the training of 

employees in Equal Opportunities. 

15.2 Training 

Training includes: 

15.2.1 All legal aspects of equal opportunities and discrimination; 

15.2.2 General awareness training, including questions of attitude and generalised 
assumptions; 

15.2.3 All aspects of recruitment and selection; 

15.2.4 Knowledge and application of the Equal Opportunities Policy and Code of Practice 

15.3 Appropriateness of Training 

15.3.1 Different groups of managers and staff will require different levels of skill and 

knowledge according to their responsibilities. 

The Head of Operations assisted by external HR function because of the nature of their 

role, will be given training in all aspects of equality of opportunity. 

15.3.2 Training will continue to be made available to all employees of HealthHarmonie to 
increase awareness of their role in implementing the policy. 

 

15.4 Training Provision 

15.4.1 Equal Opportunities training will be provided in a variety of ways which may 

 include; 

 Sessions on Induction Days 

 Mandatory Training 

 Training through e-learning 

 Sessions on management training and development programmes 

 Vocational training 

 Case study/reflective practice learning 
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15.5    Implementation 
 
Training occurs at the required employee level derived from job role and 
responsibilities.   All employees are trained within the 1st month of their commencement 
date as part of their induction programme. 

 

16. EQUAL OPPORTUNITIES POLICY - RECRUITMENT AND 
SELECTION 

HealthHarmonie is committed to a fair and non-discriminatory system for the 
recruitment and selection of employees. This policy sets out the general arrangements 
to be followed in the recruitment and selection of all employees and applies to all 
appointments within the HealthHarmonie. 

 

16.1 Reviewing Vacancies 

16.1.1 Before advertising a job, Managers are required to refer to the Recruitment and 

Selection Procedure. Vacancies which have changed dramatically or have arisen 

through a new position being allocated will need to be job evaluated through the 

Agenda for Change process. This is to ensure the job description and person 

specification remain relevant, are flexible and compliant with Equal Opportunities 

Policies. 

16.1.2 Job descriptions should be flexible, and allow for reasonable adjustments to be made 

should people with disabilities apply. 

16.1.3 In addition, the question of age restrictions should be considered and any intended 
restrictions must be reasonably justifiable. 

 
16.2 Advertising 

16.2.1 As a general rule all job vacancies must be advertised.  All job advertisements must 
be placed through Head of Operations. See Separate Advertising Policy within HR 
Policies and Procedures Handbook or via the Intranet.  
 

16.2.2 Advertisements should be designed and placed to attract as wide a group of suitable 
applicants as possible. 
 

16.2.3 Arrangements exist to check advertisements to ensure that the Equal Opportunities 
Policy is being applied.  Specifically, this will include: 

 

a) Ensuring that job vacancies are advertised in places to ensure equality 

of access for all applicants. 

b) Ensuring that there are no unnecessary requirements or criteria which 

might exclude applicants from any particular section of the population 

specified in the policy. 

c) Ensuring that no artificial barriers to age or disability are introduced. 
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d) Ensuring that advertisements are placed in the  Vacancy Bulletin and Intranet 
site as well as appropriate external media. 

e) Ensuring that external advertisements state “HealthHarmonie’s aims to be an 
Equal Opportunities Employer”. 

f) Ensuring that advertisements are expressed in clear language and available in 
a variety of formats.  

 

17. RECRUITMENT AND SELECTION PROCEDURE 

17.1 All applicants will be given equal consideration for appointment.  Criteria for short-
listing must be clearly established and equally applied to all candidates.  Person 
specifications should outline the genuine minimum requirements, and where 
appropriate any Genuine Occupational Qualification (GOQ), necessary for the job to 
be done effectively. 

 
17.2 Each candidate should be assessed according to his/her personal capability to carry 

out a given job.  General assumption that a person’s race or sex, for example, would 
disqualify them from carrying out certain kinds of work must not be made.  Staff with 
responsibility for recruitment will also ensure that individuals are not excluded from 
employment on the grounds that they are known or suspected to be HIV infected. 

 
17.3 Overseas qualifications, degrees and diplomas that are comparable with U.K. 

qualifications will be accepted as equivalent (subject to legislative requirements, 
professional bodies and Agenda for Change Terms and Conditions of Service). 
 
HealthHarmonie will not disqualify an applicant because he or she is unable to 
complete an application form unassisted, unless completion of the form is a valid test 
of the standard of English required for the safe and effective performance of the job. 

 
17.4 Selection decisions must not be influenced by gender, gender reassignment, marital 

status, civil partnerships, sexual orientation, colour, race, nationality, ethnic or national 
origins, age, religion, belief, pregnancy and maternity or disability, or by the traditional 
profile of the post-holder, unless for Genuine Occupational Qualification (GOQ) 
reasons.   
 

17.5 All appointing officers/chairs will be trained in undertaking fair and objective 
recruitment and selection and will only be authorised to recruit after having undergone 
such training. Refresher training will arranged by Learning and Development resource 
and will be offered after a 3 year period. 
 

18.0 TARGET AUDIENCE 

18.1 All HealthHarmonie Staff 
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19.0 REVIEW DATE 

 
16.1 This policy will be reviewed annually after date of issue or in the light of legislative or 
organisational changes. 
 

20.0 RELEVENT HEALTHHARMONIE POLICIES AND PROCEDURES 

20.1 Advertising Policy 
 
20.2 Career Breaks 
 
20.3 Dignity at Work  
 
20.4 Disciplinary Rules  
 
20.5 Grievance Procedure 
 
20.6 Mental Health in the Workplace 
 
20.7 Provision of Special Leave 
 
20.8 Recruitment and Selection  
 
20.9 Retirement Policy 
 
20.10 Staff Organisational Change 

 

21.0 MONITORING COMPLIANCE 

 
21.1 The effectiveness of this policy will be monitored through our Head Of Operations and 
verified by our external HR function. 
 
21.2 An annual report regarding Equal Opportunities will be presented to the Board and 
CCG for review. 
 
18.3 Equal Opportunities is part of Core Essential/Mandatory Training and is reported to the 
Risk Management Committee. 
 
18.4 Directorates will monitor progress against action plans arising from incidents and report 
to CCGs and wider business 
 
 
. 
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22.0 EQUALITY IMPACT ASSESSMENT 

22.1 This policy has been assessed using the Equality Impact Assessment Screening Tool. 
The assessment concluded that the policy would have no adverse impact on any of the 
diverse groups detailed. These include the strands of disability, ethnicity, gender, gender 
identity, age, sexual orientation, religion/belief, social inclusion and community cohesion.  
 

23.0 LEGISLATIVE COMPLIANCE 

20.1 HealthHarmonie is aware of its duties under the Equality Act 2010, Rehabilitation of 
Offenders Act 1974, Equal Pay Act 1970, Asylum and Immigration Act -1996, Public Sector 
Equality Duty 2011. 
. 

21.0 CHAMPION AND EXPERT WRITER 

 
21.1 The Champion of this policy is Nicole McQueen. Head of Operations: HealthHarmonie  
 

22.0 SOURCE DOCUMENTS 

 

 Equality Act 2010 

 Rehabilitation of Offenders Act 1974 

 Equal Pay Act 1970 

 Health and Safety Policy 

 Asylum and Immigration Act -1996 

 Public Sector Equality Duty 2011 

 Equal Opportunities framework   

 Disability Act 1990 

 Mental Health Act (HMSO 1989 / 2007) 

 Mental Capacity Act (HMSO 2005) 

 Standards for Better Health (DoH 2004) 
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SECTION 9 – VERSION CONTROL 

Version Control Document 

Date Version Update 
number 

Amendments to policy Completed 
By 

Approved 
By 

05/06/2010 1 Policy Written Kate 
O’Keeffe 

Joe Jordan 

07/06/2011 1 Review of policy against 
guidelines 

Kate 
O’Keeffe 

Joe Jordan 

08/08/2011 2 Public sector equality duty 
inclusion 

Kate 
O’Keeffe 

Joe Jordan 

09/06/2012 2 Review of policy against 
guidelines 

Kate 
O’Keeffe 

Joe Jordan 

16/04/2013 3 Inclusion of Employment 
Breaks and extended leave 

Mary 
Corridan 

Joe Jordan 

02/06/2013 3 Review of policy against 
guidelines 

Kate 
O’Keeffe 

Joe Jordan 

08/04/2014 4 Review and update of 
responsibility section 

Nicole 
McQueen 

Kate 
O’Keeffe 

12/06/2014 4 Review of policy against 
guidelines 

Nicole 
McQueen 

Kate 
O’Keeffe 

30/07/2015 5 Review of Policy John Boulton Andrew 
Jackman 

 


