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Is this a new policy? No 
If ‘yes’ why is it required? 
i.e. to satisfy best practice/comply 
with new legislation 

 

If ‘no’, name of previous policy and 
reason for replacement 

 

  
Summary of Substantive Changes Made 
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Section: 

 

 
Section: 
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Section: 

 

 
 

 
Summary of Technical Changes Made 

 
Section: 

Change to section 2.1 – the new legislation in the 
Equality Act 2010 replaces several other separate 
legislative acts. 

 
Section: 

Change to section 2.6 – references Appendix 1 for 
clarification on different types of discrimination 

 
Section: 

Change to section 4.1 – incorporates the NHS 
Ayrshire and Arran stance on recruitment and the 
Agency Workers Regulations 2010 

 
Section: 

Change to section 6.2 to incorporate new 
monitoring arrangements 

 
Section: 

Appendix 1 – new section – a description of 
different types of discrimination adapted from the 
ACAS guide on the Equality Act 2010 
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1.  INTRODUCTION   
 

NHS Ayrshire and Arran wholeheartedly supports the principle of equal opportunities in 
employment as outlined by the Scotland Act which supports Human Rights legislation.  

 
NHS Ayrshire and Arran will ensure the prevention, elimination of discrimination 
between persons on grounds of sex or marital status, on racial grounds, or grounds of 
disability, age, sexual orientation, language or social origin, or other personal 
attributes, including beliefs or opinions, such as religious beliefs or political opinions.  

 
NHS Ayrshire and Arran will recruit, develop and retain a workforce that is able to 
deliver high quality services that are fair, accessible, appropriate and responsive to the 
diverse needs of different groups and individuals. NHS Ayrshire and Arran will take 
action to ensure that their policies and practices are free from discrimination both 
direct and indirect.  This means demonstrating and practicing a commitment to the 
spirit of fairness and equality, fundamental to the NHS in Scotland Human Resource 
Strategy, "Towards a New Way of Working", principles and also to modernising 
employment practices.  

 
NHS Ayrshire and Arran believes that it is in its best interests, and in the interest of 
those who work within it, to ensure that the human resources, talents and skills 
available throughout the community are considered when employment opportunities 
arise. To this end, within the framework of the law, we are committed, whenever 
possible, to achieving and maintaining a workforce which broadly reflects the local 
community in which we operate.  

 
This policy sets out the framework to ensure that individuals are treated equally and 
fairly and that decisions on recruitment, selection, training, promotion and career 
management are based solely on objective and job related criteria

 
2. BACKGROUND 

 
The following outlines the main principles relating to equal opportunities.  

 
2.1  Current Law  

 
The main legislation, in the United Kingdom, on discrimination are:  
 

 The Equality Act 2010 
The Equality Act 2010 protects people from being treated less favourably 
because they have a protected characteristic.  The relevant protected 
characteristics in employment are Age, Disability, Gender reassignment, 
Marriage and Civil Partnership, Pregnancy and Maternity, Race (including 
ethnic or national origins, colour and nationality), Religion or belief 
(including lack of belief), Sex; and Sexual orientation. 
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 Employee Rights Act 1999  
 

 Asylum and Immigration Act 1996  
 

 Trade Union and Labour Relations (Consolidated) Act 1992  
 

 Scotland Act 1999 which brought into effect the Human Rights Act 
1998

 
2.2  Genuine Occupational Qualification  

 
Person and job specifications will be limited to those requirements that are 
necessary for the effective performance of the job.  Candidates for employment 
or promotion will be assessed objectively against the requirements of the job, 
taking account of any reasonable adjustments that may be required for 
candidates with a disability.  Discrimination will not be unlawful if an employer 
can show that it is necessary for a post to be filled, for example, by a particular 
sex, by physical ability or by a person from a particular racial group. The 
circumstances where such restrictions would be justified are narrow. 
 

2.3  Pressure to Discriminate  
 

It is unlawful for a person who has authority over others, either to instruct the 
others or induce the others by applying pressure, to discriminate. 
 

2.4  Victimisation  
 

It is unlawful to treat a person less favourably because he or she has brought 
proceedings, given evidence at proceedings, or made allegations about 
discrimination.
 

2.5  Dismissal and Qualifying Period  
 

It is unlawful to dismiss someone unfairly on the grounds covered by current 
legislation.  

 
There is no qualifying period for individuals bringing claims to an Employment 
Tribunal against the NHS Ayrshire and Arran in sex or race discrimination cases. 
 

2.6  Types of Discrimination 
 
There are many different types of discrimination.  Please see Appendix 1 for 
further clarification. 

 
2.7  Responsibility of Individual Employees  
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Every employee has an individual responsibility to prevent discrimination or 
victimisation, co-operate with the policy and draw to the attention of line 
managers suspected breaches. Discrimination or victimisation by an employee 
will be considered to be misconduct, which may lead to dismissal.  

 
Where an employee makes a complaint to an Employment Tribunal that they 
have been discriminated against and the complaint is upheld, an individual 
employee guilty of discrimination may be personally liable for financial 
compensations in addition to the employer.  
 

3.  MONITORING  
 

NHS Ayrshire and Arran recognises that monitoring is integral to the success of 
the policy, and without this information, it is impossible to determine if the 
implementation of action as a result of the policy is effective in ensuring that all 
groups are being treated equally. The objective of monitoring is to ensure that, at 
every stage where decisions are made about individuals, their engagement, 
promotion, training, treatment, remuneration, hours of work and other working 
conditions, that no prejudices influence decisions or no indirect discrimination 
exists which has an adverse effect on women, individuals from an ethnic minority 
or people with disabilities.   
 
Monitoring information will be collected in line with the Data Protection Act and 
will only be used as statistics and the access to this data will be restricted to 
those involved in the collection process.  

 
The overall responsibility for the introduction and effectiveness of the systems 
used within NHS Ayrshire and Arran and the monitoring and review of the 
effectiveness of the equal opportunities policy lies with the Chief Executive.  

 
In addition, Human Resources professionals will support staff who have equal 
opportunity issues.  

 
NHS Ayrshire and Arran recognises the importance of introducing effective 
monitoring systems and these are detailed in the implementation plan contained 
in Section 6.  

 
4. ELEMENTS COVERED BY THE POLICY  

 
4.1  Recruitment and Selection  

 
The following principles will apply within NHS Ayrshire and Arran.  

 
a)  All vacancies will be advertised both internally and externally, where 

appropriate, unless a restructuring, reorganisation or redeployment 
situation exists, when separately agreed principles will be followed. 
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Particular attention should be paid in those circumstances to the 
NHS Organisational Change Policy documents NHS MEL (1999)7 
and NHS MEL (2000)22.  

 
b)  Information supplied to candidates following advertisement will state 

that:  
"NHS Ayrshire and Arran is committed to equal opportunities 
and applications are welcomed from anyone provided they 
meet the relevant criteria."  

 
This statement ensures that NHS Ayrshire and Arran’s commitment 
is evident in relation to equal opportunities issues generally, and 
specifically confirms to potential job applicants, e.g. with a disability, 
that their application is welcomed on the basis of their abilities.  

 
c)  All applicants must fully complete, sign and return the job application 

form. The form identifies applicants by surname and first initials and 
does not request information as to the applicant's sex, age, marital 
status, race, disability status, or schools attended.  

 
d)  Certain information is required for equal opportunities monitoring 

purposes. This will be requested on a monitoring form, separate from 
the application form, which accompanies the policy. This will be 
forwarded separately by the candidate to the human resources 
department and will not be forwarded to the selection panel.  

 
e) All job applicants who report a disability and who meet the minimum 

criteria within the employee specification will be guaranteed an 
interview and will then be considered on their merits and abilities.  

 
f) If an applicant with a disability is the preferred candidate, but there 

remain practical concerns about whether the appointment should be 
made, advice must be sought from the Human Resources 
department regarding reasonable adjustments.  

 
g)  Qualifications obtained outwith the UK, which are confirmed to be 

equivalent to UK qualifications will be given equal weight. Before 
employment is offered, the Human Resource department must clarify 
the status of qualifications.  

 
h)  Managers responsible for recruitment and selection of staff must 

have undergone training in effective recruitment practices including 
equal opportunities before they participate in the interview process. 
All trained managers will be required to attend a refresher course 
every three years.  
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i)  With regard to medical appointments all National Panelists involved 
in selection will have been trained by their nominator twelve months 
prior to acting as a panel member. A copy of the recruiting 
organisation’s recruitment and selection policy will be sent to all 
National Panelists.  

 
4.2  Promotion  

 
NHS Ayrshire and Arran will ensure there is an element of competition in internal 
promotion or acting up situations. The employer will not presume that any 
individual does not want promotion or an opportunity for 
advancement/development.  

 
1) All promoted vacancies, including secondments, will be advertised 

internally within NHS Ayrshire and Arran (unless a restructuring, 
reorganisation or redeployment situation exists when separately 
agreed principles will be followed).  

 
2)  All applicants will be asked to complete an equal opportunities 

monitoring form, which will not be made available to a selection panel.  
 

4.3  Education, Training and Retraining  
 

All employees will be afforded access to internal and external training and 
development opportunities within the overall resources of NHS Ayrshire and 
Arran in accordance with the organisational training plan and the identified needs 
of individuals.  
 

4.4  Employee Friendly Policies  
 

NHS Ayrshire and Arran’s commitment to equal opportunities is further reflected 
within employee friendly policies.  
 

5.  REMEDIES UNDER THE POLICY  
 

5.1 Grievances  
 
Any employee who believes that he or she is being treated less favourably on the 
grounds of their sex, sexual orientation, marital status, race, colour, disability or 
age is encouraged to raise the matter in accordance with the Grievance 
Procedure.  

 
No employee expressing concern about the application of the equal opportunities 
policy will be treated less favourably as a result nor will they suffer disciplinary 
action if they choose to raise a grievance on the basis that they consider that 
they have been discriminated against.  
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5.2  Harassment  

 
If the complaint is one of harassment then the employee should raise the matter 
in accordance with the Dignity at Work policy.  

 
5.3  Disciplinary Policy  

 
All staff and managers must adhere to the equal opportunities policy and failure 
to do so may lead to disciplinary action.  In applying the disciplinary procedures, 
care must be taken to ensure that a member or members of one group are not 
disciplined or dismissed for conduct which would be overlooked or condoned in 
another group.  
 

6.  IMPLEMENATION PLAN 
 

NHS Ayrshire and Arran is committed to further developing equal opportunities. 
The implementation plan details those initiatives/ developments, which the NHS 
Ayrshire and Arran takes to improve equal opportunities within the NHS. The 
implementation plan is divided into awareness raising and monitoring.  

 
6.1  Awareness Raising  

 
 This policy is publicised throughout NHS Ayrshire and Arran using the 

appropriate communication channels. 
 
 Managers will be briefed on the policy.  

 
 Managers will ensure that staff are aware of their individual 

responsibilities to comply with the policy. 
6.2  Monitoring  

 
As a requirement of the Equality Act 2010, NHS Ayrshire & Arran requires to 
produce and publish equalities data on its workforce to show the organisation is 
meeting the requirements of the general duty and the specific duties across our 
functions.  The information required to be published is as follows: 
 
 the race, disability, gender, age breakdown and distribution of your workforce 

 indication of likely representation on sexual orientation and religion or belief, 
provided that no individuals can be identified as a result 

 an indication of any issues for transsexual staff, based on your engagement 
with transsexual staff or voluntary groups  

 gender pay gap information. 
 
The following information is suggested as good practice for larger organisations: 
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 success rates of job applicants 

 take-up of training opportunities  

 applications for promotion and success rates 

 applications for flexible working and success rates 

 return-to-work rates after maternity leave  

 grievance and dismissal 

 other reasons for termination like redundancy and retirement 

 length of service/time on pay grade, and 

 pay gap information for other protected groups 
 
A monitoring report using equality indicators, as detailed below, will be submitted 
on an annual basis to the Quality, Policy Planning and Performance 
Management Group, by the Workforce Futures section of the Human Resources 
department. This report will be anonymised and incorporate analysis of equality 
indicators in line with NHS Ayrshire and Arran commitment to equality and 
diversity. This information will be published within the annual report along with 
details of action taken to promote equal opportunities and progress year on year.  
 
Staff should be re-assured by the confidential manner in which information 
relating to equality and diversity is handled by the organsiation.  NHS Ayrshire 
and Arran would therefore always encourage the disclosure of protected 
characteristic by our staff.  
 
Equality Indicators  
 

 Black and ethnic minority staff as % of total headcount employed;  
 

 Female staff as % of total headcount employed;  
 

 Staff employed in various age bands as % of total headcount 
employed;  

 
 Number of staff who declare themselves to be disabled;  

 
 Number of staff employed in senior posts with regard to the above  

profiling;  
 

 Annual number of leavers and reason for leaving by gender as % of 
total headcount of staff in post;  

  
 Annual number of staff returning at the same level after maternity leave 

of 12 months as % of staff taking maternity leave;  
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 % of staff by occupational groups, grade, gender and whether full or 
part-time;  

 
 Individual training activity;  

 
 Number of grievance, disciplinary, harassment and violent incidents 

related to discrimination by gender 
 
Indicators of Success  
 

 NHS Ayrshire and Arran will be able to demonstrate that it has 
collected and established a data base containing the information 
detailed in the equality indicators;  

 
 All employment policies will reflect the principles of equal opportunities;  

 
 Equality policies in place to support employees will be reviewed 

regularly to ensure they reflect new equality initiatives. e.g. 
 

 Recruitment and Selection 
 Harassment   
 Disability   
 Training, Retraining and Development;  

 
 Staff will be made aware of relevant policies  - Equality and Diversity 

AthenA site 
 

 NHS Ayrshire and Arran will meet the criteria to use the employment 
service disability symbol (two ticks);  

 
 Training on managing equality and diversity for staff will be available;  
 
 New staff will be made aware of the policy and their individual 

responsibilities relating to equality under the policy, as part of their 
induction training;  

 
7.  Review 

 
This policy will be monitored and reviewed every two years or sooner in light of 
any legislative changes and in line with NHS changes such as, for example, 
Agenda for Change, to review its utilisation and impact on service provision.  
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APPENDIX 1 
 

Different Types of Discrimination  
(adapted from ACAS guide on the equality Act 2010) 
 

 Discrimination can be direct, occurring when someone is treated less 
favourably than another person because of a protected characteristic they 
have or are thought to have or because they associate with someone who 
has a protected characteristic.  
 

 Discrimination by association already applies to race, religion or belief 
and sexual orientation but is now extended to cover age, disability, gender 
reassignment and sex.  This is direct discrimination against someone 
because they associate with another person who possesses a protected 
characteristic. 
 

 Perception discrimination already applies to age, race, religion, or belief 
and sexual orientation but in the Equality Act 2010 is extended to cover 
disability, gender reassignment and sex.  This is direct discrimination 
against an individual because others think they possess a particular 
protected characteristic.  It applies even if the person does not actually 
possess that characteristic. 
 

 Indirect discrimination can occur when you have a condition, rule, policy 
or even a practice that applies to everyone but particularly disadvantages 
people who share a protected characteristic.  Indirect discrimination can 
be justified if you can show that you acted reasonably in managing your 
business – that it is ‘a proportionate means of achieving a legitimate aim’ 
where a legitimate aim might be defined as any lawful decision made in 
the running of the organisation - if there is likely to be a discriminatory 
effect, the sole aim of reducing costs is likely to be unlawful.  
Proportionate means fair and reasonable, including evidencing that 
consideration has been given to less discriminatory alternatives before the 
decision was made. 
 

 Harassment is “unwanted conduct related to a relevant protected 
characteristic, which has the purpose or effect of violating an individual’s 
dignity or creating an intimidating, hostile, degrading, humiliating or 
offensive environment for that individual”.  Harassment applies to all 
protected characteristics except for pregnancy and maternity and manage 
and civil partnership.  Employees will now be able to complain of 
behaviour that they find offensive even if it is not directed at them, and the 
person making the complaint does not need to possess the relevant 
characteristic themselves.  Employees are also protected from 
harassment because of perception and association. 
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 Third Party Harassment already applies to sex and in the 2010 Equality 
Act is extended to cover age, disability, gender reassignment, race, 
religion or belief and sexual orientation.  The organisation is potentially 
liable for harassment of our employees by third parties who are not 
members of staff such as patients and visitors.  Liability occurs when 
harassment has occurred on at least two previous occasion, that the 
organisation is aware of them and has taken no reasonable steps to 
prevent it from happening again. 
 

 Victimisation occurs when an employee is treated badly because they 
have made or supported a complaint or raised a grievance under the 
Equality Act; or because they are suspected of doing so.  An employee is 
not protected from victimisation if they have maliciously made or 
supported an untrue complaint.  There is no longer a need to compare 
treatment of a complainant with that of a person who has not made or 
supported a complaint under the Act. 
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EQUALITY & DIVERSITY IMPACT ASSESSMENT  

When completed, a copy of this EDIA form should be emailed to 
elaine.savory@aapct.scot.nhs.uk 

Name of Strategy EQUAL OPPORTUNITIES POLICY 

Name of Division Organisational and Human Resource Development 

Names and role of Review 
Team: 

MARY ANNE BLACK, Senior Resourcing Advisor 

STEWART DONNELLY, RCN REPRESENTATIVE 

EWING HOPE, UNISON REPRESENTATIVE 

Date(s) of 
assessment: 

 
 

29 March 2011 

PART ONE: RAPID IMPACT ASSESSMENT ( INITIAL SCREENING PROCESS) 

SECTION ONE  AIMS OF THE PROGRAMME 

1.1. Is this a new or existing Policy :  Existing 

1.2. What is the aim or purpose of the Strategy:   

To support the Equal Opportunities Policy and Employment Legislation by consistent application of the policy provisions with respect to equality and diversity throug
the organisation 

1.3. Who is this strategy intended to benefit or affect? In what way? Who are the stakeholders? 
 
All staff and potential staff 

1.4. What outcomes are intended from this Strategy 

The policy will support the organisation’s commitment to equal opportunities for all staff and promote a consistent approach throughout the organisation, applied eq
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and fairly to all. 

 
1.5. How have these people been involved in the development of this policy? 
 
The policy review has been developed in partnership through the Policy Development and Review Working Group.  The policy was then circulated for consu
through the APF. 
1.6. What resource implications are linked to this strategy 
 
The policy will require regular monitoring and reviewing to ensure compliance with relevant legislation and PIN Policy. 
 

SECTION TWO  IMPACT ASSESSMENT 

Complete the following table, giving reasons or comments where: 

The Programme could have a positive impact by contributing to the general duty by – 

 Eliminating unlawful discrimination 

 Promoting equal opportunities 

 Promoting relations within the equality group 

 Taking account of disabilities  

The Programme could have an adverse impact by disadvantaging any of the equality groups. Particular attention should be given to unlawful direct and
indirect discrimination. 

If any potential impact on any of these groups has been identified, please give details - including if impact is anticipated to be positive or negative.  
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Equality Target Groups 

 
Positive 
impact 

 

Adverse 
impact 

No impact Reason or comment for impact rating 

2.1. Women and Men        X   The policy is accessible to all staff, regardless of gender. 

2.2. Minority ethnic groups inc 
gypsy travellers, refugees & 
asylum seekers  

 X  There are the potential for language and cultural barriers in access to the policy. 
will be overcome be ensuring the policy is available in a variety of format and 
languages. 

 

2.3. Children & Young people X   The policy is accessible to all staff, regardless of age. 

2.4 People with disabilities 
(physical or learning) 

X X  Positive -The policy is accessible to all staff. 

Negative – there may be the potential for communication issues in access to the 
policy.  However the policy will be available in a variety of formats. 

2.5 Religious or faith groups X   The policy is accessible to all staff. 

2.6 Older people  X   The policy is accessible to all staff, regardless of age. 

2.7 Homeless X   The policy is accessible to all staff. 
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2.8 Looked after and 
Accommodated: 

Children 

Adults  

Older People  

X   The policy is accessible to all staff. – applies to all three categories. 

2.9 Lesbians 

2.10 Gay men 

2.11 Bisexuals 

2.12 Transgender people 

X 

X 

X 

X 

  The policy is accessible to all staff. 

The policy is accessible to all staff. 

The policy is accessible to all staff. 

The policy is accessible to all staff, regardless of gender. 

2.13 People with language or 
social origin issues  

 X  There may be the potential for language or social origin issues in access to the p
However the policy will be available in a variety of formats and languages. 

2.14 Individuals with 
Mental Health issues 

X X  Positive - The policy is accessible to all staff. 

Negative – There may be the potential for communication issues in access to the policy. 

2.15 People in criminal justice 
system 

  X  

2.16 People in poverty   X  

2.17 Married and 
unmarried people/civil 
partnerships 

X   The policy is accessible to all staff. 

2.18 Staff X   The policy is accessible to all staff. 
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SECTION THREE  CROSSCUTTING ISSUES 

What impact will the proposal have on lifestyles? For example, will the changes affect:  

 
Positive 
impact 

Adverse 
impact 

No impact Reason or comment for impact rating 

3.1 Diet and nutrition?    X  

3.2 Exercise and physical 
activity? 

  X  

3.3 Substance use: tobacco, 
alcohol or drugs?  

  X  

3.4 Risk taking 
behaviour? 

  X  

3.5 Education and learning, or 
skills? 

X   Policy encourages recruitment and retention of staff through providing fair recruit
practices and a guarantee of fairness and equity throughout their working life wit
Ayrshire and Arran. 

 

3.6 Other   X  

 

SECTION FOUR  CROSSCUTTING ISSUES: 

Does your Programme consider the impact on the social environment? Things that might be affected include: 
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Positive 
impact 

Adverse 
impact 

No  
impact 

Reason or comment for impact rating 

4.1 Social status  X   The individuals will be able to attain and maintain their social status through 
employment 

4.2 Employment (paid or 
unpaid)  

X   Individuals will be able to gain and retain paid employment 

4.3 Social/family support  X   The individual will be able to better balance work and family through attaining an
maintaining continued employment. 

4.4 Stress  X   The policy provides procedures and support mechanisms to minimise and addre
stress and anxiety from any perceived equality and diversity issues. 

4.4 Income/Expenditure X   The individual will be able to attain and maintain their lifestyle through continued 
employment.  

 

SECTION FIVE  CROSSCUTTING ISSUES 

Will the proposal have an impact on the physical environment? For example, will there be impacts on:  

 
Positive 
impact 

Adverse 
impact 

No impact Reason or comment for impact rating 

5.1 Living conditions?    X  

5.2 Working conditions?  X   The policy provides procedures and support mechanisms to minimise and addre
stress and anxiety from any perceived equality and diversity issues and thereby 
improve working conditions. 

5.3 Pollution or climate 
change? 

  X  
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5.4 Accidental injuries or 
public safety?  

X   Improved awareness of equality and diversity might contribute to improved public
safety where staff are more likely to report and work against harassment and 
victimisation outwith the work environment. 

5.5 Transmission of infectious 
disease? 

  X  

5.6 Other   X  

Will the Programme have any impact on…  

Discrimination? X   The policy is accessible to everyone, regardless of age, sexual orientation, religio
gender, disability or race. 

 
Equality of opportunity? 

X   The policy will promote equal opportunity through being accessible to everyone, 
expanding awareness of equality and diversity and highlighting potential issues t
workforce might otherwise be unaware of. 

Relations between 
groups? 

X   The policy is accessible to everyone and is applied equally to everyone therefore
group will be adversely affected, whilst promoting equality and diversity within the
workplace. 

Other 

 

 

  X  

 

Will the proposal affect access to and experience of services?  For example:  

 
Positive 
impact 

Adverse 
impact 

No impact Reason or comment for impact rating 

Health care    X  
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Social Services   X  

Education    X  

Transport    X  

Housing 

 

  X  
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PART TWO 

SECTION SIX  EXAMINATION OF AVAILABLE DATA AND CONSULTATION 

Data could include: consultations, surveys, databases, focus groups, in-depth interviews, pilot projects, reviews of complaints
made, user feedback, academic or professional publications, reports etc) 

Name any experts or relevant groups / bodies you should approach (or have approached) to explore their views on the issues.   

This review has primarily been driven by legislative changes contained in the Equality Act 2010 which have been implemented nationally.  As part of the Policy 
Development and Review process the reviewed policy was passed for consultation through the APF to inform the review and highlight any key issues for considera
and approval. 

What do we know from existing in-house quantitative and qualitative data, research, consultations, focus groups and analysis? 

  

What do we know from existing external quantitative and qualitative data, research, consultations, focus groups and analysis? 

 

What gaps in knowledge are there? 

 

In relation to the groups identified: 

What are the potential impacts on health? 

The guarantee of a stable working environment where equality and diversity is promoted and swift action is taken where issues are identified reduces stress and an
within the workforce with a consequent improvement in the general health of the workforce. 

Will the Programme impact on access to health care?  If yes - in what way? 
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No 

Will the Programme impact on the experience of health care?  If yes - in what way? Yes – improved awareness of the issues of equality and diversity can only
improve patient care and the way staff treat patients and each other. 

 

SECTION SEVEN   HAVE ANY POTENTIAL NEGATIVE IMPACTS BEEN IDENTIFIED? 

If so, what action been proposed to counteract these?  Negative impacts (if yes, state how) e.g. 

 Is there any unlawful discrimination? No 

 Could any community get an adverse outcome? No 

 Could any group be excluded from the benefits of the Programme/function?  No 

 Does it reinforce negative stereotypes?No 

 

Recommendations (This should include any action required to address negative impacts identified 

 

SECTION EIGHT MONITORING 

How will the outcomes be monitored? 

 The policy outcomes will be monitored by the department of O&HRD, Policy Development and Review Working Group and APF. 

What monitoring arrangements are in place? 

The policy will be reviewed every two years by the Policy Development and Review Working Group as part of the work programme and 
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submitted to the APF for approval. 

Who will monitor? 

The policy will be monitored by the department of O&HRD, Policy Development and Review Working Group and APF. 

What criteria will you use to measure progress towards the outcomes? 

The uptake of the policy within the organisation. 

SECTION NINE FOR NEW POLICIES ONLY 

What research or consultation has been done?   

What stage is the Programme at?   

What is the target date for completion?   

Is a more detailed assessment needed?  (It is not necessary to subject all proposals to a detailed assessment.) If so, for what reason?   

COMPLETED PROGRAMME  

Who will sign this off?     APF 

When?  March 2011 

PUBLICATION 
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How will this be published?  Intranet and hard copies available from the department of O&HRD 

 

Copy given to Equality & Diversity Officer?     Yes 

 

Carried Out by  Title  

Signature  Date  

Authorised by  Title  

Signature  Date  

 
 
 


