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Ref C1 

 
ASHGATE HOSPICECARE 

 
EQUAL OPPORTUNITIES POLICY 

INTRODUCTION 

The aim of this policy is to ensure that within all of its activities, no individual or group of individuals 
receives less favourable treatment. The Equality Act 2010 brings together, harmonises and in some 
respects extends previous equality laws, and includes people who have a ‘Protected 
Characteristic’ . 

 
POLICY STATEMENT 

Ashgate Hospicecare is a Disability Confident Employer and champions equal opportunities in 
employment and provision of services and opposes all forms of discrimination, both direct and 
indirect, Harassment or Victimisation on the grounds of a protected characteristic such as: 

• disability 
• gender reassignment 
• marriage and civil partnership 
• pregnancy and maternity 
• race (ethnicity) 
• religion or belief 
• sex (gender) 
• sexual orientation 

We believe that it is in the best interests of the organisation and those who work within it to ensure 
that the talents and skills available of the whole community are considered when employment 
opportunities arise. To this end, within the framework of the law, we are committed wherever 
practicable, to achieving and maintaining a work force which broadly reflects the local community in 
which we operate. 

Every possible step will be taken to ensure that individuals are treated equally and fairly and that 
decisions on patient services, recruitment, selection, training, promotion and career development 
are based solely on objective and job related criteria.  

All employees must recognise and respect the diversity and human rights of patients, families and 
carers who use our services, in line with our organisational Values. 

METHOD 

A system is in place to ensure that all employees are aware of the organisations policy on equal 
opportunities and that regular review occurs to ensure that individuals are being treated equally and 
fairly.  
 
All policies and procedures are assessed to establish if they affect different groups of people in 
different ways. This is to ensure that the policy does not have any possible or actual adverse 
impact on any groups/individuals in respect of their protected characteristics as described above. 

If they do so then action can be taken to mitigate negative impact where necessary.  
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SCOPE 

This policy will apply to all staff and volunteers across the organisation and to the services supplied 
by the organisation, including decisions relating to patients. The policy should be read in 
conjunction with the organisations policy on harassment and bullying. 

 
RESPONSIBILITY 

The overall responsibility for this policy lies with the Director of People and Performance. 

The Director of People and Performance has responsibility for ensuring that this policy is 
implemented throughout the organisation and for ensuring that the content and implementation of 
the policy and procedures are reviewed regularly to ensure the policy is fully effective. 

Departmental Managers have a responsibility to set an example in matters relating to equal 
opportunities and to ensure that all employees follow the procedure at all times. They must discuss 
the details of the policy and procedures with all new employees during induction training. 

Employees and volunteers must ensure they understand and comply with the policy and procedure. 

 
CUSTODY 

The master copy of this policy is kept in the Master File held electronically by the Data Protection 
Officer. 

Copies are freely available to employees and volunteers via the Hospice Intranet/SharePoint and 
are held in Departments in designated areas. 

 
PROCEDURE 

The organisation has an Equality & Diversity Action Plan which is overseen by the Director of 
People and Performance.  This is used to: 
 

• highlight and address any areas for improvement in practice in respect of Equality & 
Diversity 

• monitor and manage compliance against the organisations statutory duties under s.149 of 
the Equality Act 2010 (Public Sector Equality Duty) 

• provide assurance via the Quality Schedule to Clinical Commissioning Groups 
• monitor and manage compliance against the requirements set by Department of Work & 

Pensions for Disability Confident status. 
 
Patient Services 

Eligibility of access to all Clinical Services will be assessed on medical / nursing needs. The 
organisation undertakes to provide the required and desirable level of service to all patients, visitors 
and members of the general public in a manner that is fair to all and is non-discriminatory in its 
application. 

Emotional, physical, religious and cultural needs will be respected at all times. Provision will be 
made to ensure that patients are not unreasonably disadvantaged because of their needs, for 
example: 

• Dietary requirements 
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• Access to interpreters to redress language problems 

• Access to religious leaders and provision made to allow a patient to follow his/her faith. 

The organisation will regularly review its procedures and literature to ensure that discrimination, 
harassment or victimisation is not occurring and will take the appropriate steps necessary to correct 
or improve situations. Wherever possible and beneficial, literature will be produced in a medium or 
language to match the needs of the recipients. 

Specific procedures will be developed for the variety of services provided by the organisation to 
ensure that discrimination does not occur in the provision of those services. All employees must 
recognise and respect the diversity and human rights of patients, families and carers who use our 
services. 

Any complaints of discrimination, harassment or victimisation will be treated very seriously and will 
be fully investigated. Patients may use the Complaints Procedure to raise discrimination issues if 
they wish and either raise the issue with the Chief Executive or directly with the Care Quality 
Commission.  

In the event of discrimination, harassment or victimisation having occurred, disciplinary action may 
be taken against the individual or individuals concerned.  Wilful and unlawful discrimination, 
harassment or victimisation will be treated as an act of gross misconduct. 

 
Recruitment Policy 

Every effort will be made to ensure that the recruitment of individuals to positions within the 
organisation is on the basis of suitability for the position whilst ensuring that there is no unlawful 
discrimination and that equal opportunity is genuinely available. 

Examples of how this will be achieved are given below: 

• A Job Description and Person Specification will be produced for each vacancy which will 
identify the requirements of the role.  This information will be checked to ensure that the 
identified requirements do not place particular groups of the community at a disadvantage 
by identifying requirements that are not justifiable. The job description will define the role, 
core responsibilities and duties of the post. The person specification will detail the 
qualifications, skills experience and qualities required to perform the job. 

• Selection for interview will be based on meeting the requirements for the position, with no 
discrimination on the grounds of any ’protected characteristic’.  The grounds for non 
selection of applicants will be identified to ensure that discrimination has not taken place. 
Short-listing for interview will be undertaken by a minimum of two people, agreed by the 
management team who wherever possible, are trained in recruitment and selection 
procedures.  

• Any candidate, who identifies themselves as disabled, will be short listed if they meet the 
essential criteria. 

• Interviews will be conducted, wherever possible, by employees who are trained in 
recruitment and selection procedures and are committed to ensuring that discrimination 
does not occur. Interview panels will be formed of at least two people, agreed by the 
management team. 

• To ensure that full opportunities are available to all employees irrespective of ‘protected 
characteristic’, all vacancies will be advertised internally throughout the organisation and 
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posted on the official notice boards. Exceptions to this will be allowed in certain cases, for 
example where a position has been identified as suitable alternative employment or ring-
fenced for a preferential interview for an employee for whom the organisation is seeking 
redeployment opportunities. 

• External advertising will ensure that all members of the community have access to the 
medium used and this will include the use of digital and social media, journals, 
posters/hoardings and job centres as appropriate. 

• Care will be taken to ensure that advertisements do not contain any requirements that 
unlawfully discriminate against any particular groups of people. 

• Positive Action recruitment campaigns may be undertaken where there is evidence that the 
organisation is significantly under-represented by a particular group or groups from the 
population it serves or where there is justifiable occupational need to apply Positive Action 
to recruit to meet specific needs or service. 

• When using recruitment agencies, care will be taken to ensure that they too operate an 
Equal Opportunities Policy which is approved by the organisation. 

• All applications will be recorded and a progress register maintained. This register will record 
the nationality, sex and age of all applicants for the purposes of monitoring only. 

• A review of recruitment will occur on a regular basis by Director of People and Performance 
to monitor the effectiveness of the Equal Opportunities Policy. Action will be taken to correct 
any bias found. 

• Applications will normally only be considered using the organisations application form, but 
adjustments will be allowed where candidates disclose a disability. 

• When considering other selection methods, for example ability testing and skills tests, care 
will be taken that these do not discriminate on grounds of disability or due to cultural bias or 
by requiring, for example, an unjustifiable level of English.  Reasonable adjustments during 
selection processes will be considered where candidates disclose a disability. 

Gender Pay Gap Reporting 

From 2017 the organisation is required to publish gender pay gap reports.  These will be produced 
using data available to the organisation from its internal HR and Payroll system.  Any perceived 
inequalities arising from this report will be investigated by Human Resources and where required, 
an action plan developed to mitigate against or eliminate where possible any direct or indirect 
discriminatory practice.  

 
Employment Conditions 

The organisation will ensure that all employees receive equitable and fair treatment in all areas of 
employment. 

The organisation will also ensure that the provisions and requirements of current legislation will be 
met, and that procedures and practices are lawful, and work related. 

Training and Promotion Opportunities 

Every effort will be made to ensure that all individuals, irrespective of their ’protected characteristic’ 
have an equal opportunity to participate in, and benefit from the provision of training and 
development activities within the organisation.   
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Promotion opportunities will be available to all employees, and appointments will be made based 
on capability. 

Where cultural differences are found to be acting as a barrier to groups gaining promotion or 
participating in training, these will be investigated and steps taken to counter their effect. 

Examples of how this will be achieved are given below: 

• Promotion and training opportunities and the application procedures are made known to all 
employees and should not exclude or deter applicants from a particular group. 

• The organisation of training will, wherever possible, take account of the requirements of 
different groups of employees and individual needs, so that groups and individuals are not 
prevented from participating.  Wherever possible training will be held locally and within the 
normal working day. 

• Full training and development opportunities will be made available to all employees, 
including part-time employees or those on job share schemes, irrespective of age. 

• The organisation undertakes to train all its managers and key employees in the application 
of Equal Opportunities and to ensure that employees are aware of the organisations Equal 
Opportunities Policies. 

 
Appraisal Scheme 

The organisation recognises the importance of an objective appraisal scheme for the successful 
development and management of its employees.  Additionally, it recognises the importance of 
ensuring that the scheme is administered and run in such a way that it is objective and is not 
discriminatory. It is also seen as a key tool in ensuring that opportunities for promotion and 
development are open to all.  

Examples of how the scheme will achieve these objectives are given below:  

• The organisation’s annual appraisal scheme will be the prime source of assessing training 
needs for existing employees.   

• For new employees, performance reviews will occur after three months of employment and 
this will produce a training needs assessment. 

• The appraisal will be carried out by trained appraisers who have been instructed and trained 
not to discriminate on grounds of ‘protected characteristics.  Employees will also receive 
training on how to make the most of this process. 

• Targets and coaching plans are set individually to recognise individuals. 

• Recognises potential in an objective manner for succession planning. 

• Gives employees an opportunity to discuss any problems with their Line Managers. 

 
Disciplinary, Grievance and Harassment & Bullying P rocedures 

The organisation views disciplinary and grievance procedures as being vital in its equal 
opportunities approach. 

The procedures are key in indicating the approach of the organisation and its view regarding 
discrimination as being unacceptable. The procedures also identify the steps for an individual to 
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take who feels that they have been the victim of discrimination. The operation of the organisation’s 
procedures will be monitored to ensure that they are not unlawfully discriminatory. 

All allegations regarding discrimination, harassment or victimisation will be investigated seriously by 
the organisation.  If allegations are found to be substantiated, then appropriate disciplinary action 
may be taken. 

The organisation views any intentional discrimination, harassment or victimisation as gross 
misconduct and it is defined as such in the disciplinary procedure. 

All grievances raised which allege discrimination, harassment or victimisation will be reported to the 
Director of People and Performance.  

Any grievance raised by an individual will be investigated thoroughly and promptly.  

The level of such grievances will be monitored on a regular basis and where necessary appropriate 
action taken. 

 

EQUALITY ANALYSIS STATEMENT 

All policies require an impact analysis to take place.  This is to assess whether the policy or 
procedure disproportionately impacts on any individuals or groups in respect of their protected 
characteristics as defined within The Equality Act 2010. 

This policy has been analysed to determine any disproportionate impact and is considered to have 
low impact in this regard. 

 

 


