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1. Policy Statement 
Verity Healthcare Limited (VHL) believes that equality, diversity and inclusion bring 
tangible benefits for all VHL employees as well as its clients, apprentices / learners 
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and their employers. For VHL’s apprentices / learners this means a training 
environment that takes into account their individual requirements. 

 
VHL is committed to supporting, developing and promoting diversity and equality in 
all of its employment practices and activities and aims to establish an inclusive 
culture free from discrimination and based on the values of fairness, dignity and 
respect as defined in the Equality Act and Public Sector Equality Duty. 

 
We will strive to ensure our workforce is diverse and as far as possible reflect the 
communities served in terms of background, language, age, location or culture and 
for each employee to feel respected and able to give their best. 

 
VHL will ensure that all its employees, apprentices / learners, clients and other 
stakeholders understand that they are entitled to be treated fairly and equally and 
will take stringent steps to ensure this is adhered to. 

 
This policy applies to all VHL employees, apprentices / learners and other 
stakeholders. 

 
2. Equality And Diversity Statement 
‘Equality of access, opportunity and achievement for all’ 

Verity Healthcare Limited (VHL) are committed to promoting equality, valuing 
diversity, combating unfair treatment and providing safe learning environments 
in which all learners are welcome. The principles of tolerance, understanding 
and respect for others are at the Centre of this vision. 

Our vision of equality is one where we: 

• Treat everyone with dignity and respect, regardless of individual 
differences in age, gender identity, race, background, disability, sex or 
sexual orientation, marriage and civil partnerships, pregnancy and 
maternity, religion or belief as set out in the Equality Act 2010 and 
identified as protected characteristics. 

• Create a range of opportunities that enable as many people as possible to 
access our services, participate fully and achieve their goals 

• Provide safe and inclusive places to learn and work 
• Actively promote positive attitudes and good relations between people of 

different groups 
• Recognise we all have a role to play in challenging discrimination, prejudice 

and unfair behaviour, whatever their origins 
• Work together to promote equality, diversity and inclusion 

In Verity Healthcare Limited (VHL) we are fully committed to policy aims and 
objectives for Equality and Diversity. We contribute to these objectives by the way 
we work together and in the services we offer to our customers, helping to make 
Local communities a great county in which to live and work. 

 
3. Purpose 
Verity Healthcare Limited Apprenticeships, (VHL) has as its purpose: 
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• To ensure that all members of staff can work in an environment to the best of 
their skills and abilities without the threat of discrimination or harassment. 

• To ensure that all members of staff and job applicants receive equal 
treatment, regardless of any protected characteristics: age, disability, gender 
reassignment, marital or civil partner status, pregnancy or maternity, race, 
colour, nationality, ethnic or national origin, religion or belief, sex or sexual 
orientation. 

• To apply the policy to all aspects of employment with Verity Healthcare 
Limited. For the avoidance of doubt, this includes recruitment, pay and 
conditions, training, appraisals, promotion, conduct at work, disciplinary and 
grievance procedures, and termination of employment. 

 
4. Scope 
The Equality and Diversity Policy applies to all staff, students and visitors of the 
Centre and is designed to help individuals understand their responsibilities and what 
to do if they suspect that someone is at risk of being drawn into extremism or 
terrorism. 
 
This policy applies to all apprentices and VHL staff associated with apprentice 
training operations and delivery.  
 
5. Legal Framework 
Legal Framework At Laurel Avenue Community Primary School we welcome our 
duties under the Equality Act 2010 to eliminate discrimination, advance equality of 
opportunity and foster good relations in relation to age (as appropriate), disability, 
ethnicity, gender, religion and sexual identity. We recognise these duties are essential 
for achieving the five outcomes of the Every Child Matters framework, and that they 
reflect international human rights standards as expressed in the UN Convention on the 
Rights of the Child, the UN Convention on the Rights of People with Disabilities, and 
the Human Rights Act 1998.  
  
5.1 Policy 
Verity Healthcare Limited takes a zero-tolerance approach to any discrimination, 
harassment and/or victimisation which one member of staff may perpetrate against 
another and/or against any other person, including but not limited to former 
employees, job applicants, clients, customers, suppliers and visitors. 
 
Equally, this policy not only applies in the workplace but also outside of it when the 
member of staff is dealing with customers, suppliers or others. 
 
5.1.1 Promotion of the Policy and Procedure 
VHL will use a number of different ways to communicate and promote our policy so 
that all of VHL’s employees, apprentices / learners, clients and others: 

• Understand our commitment to equality and diversity. 
• Understand roles and responsibilities. 
• Know where to seek advice and guidance. 

 

VHL will promote this policy and procedure using various mediums: 
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• Apprentices / learners will be introduced to this policy and procedure during the 
apprenticeship programme induction session and will have a copy of it in the 
apprenticeship induction handbook to refer to. 

• VHL employees will be introduced to this policy and procedure during their 
induction session and will have a copy of it in the company handbook to refer 
to. 

• VHL employee training / briefing meetings will include equality and diversity 
updates where applicable. 

• Understanding will be confirmed at periodic apprentice / learner progress 
reviews and VHL employee appraisals. 

• For VHL employees, this policy and procedure will be promoted as widely as 
possible using VHL’s internal SharePoint site. 

• Employers will be asked to accept our policy and procedure if their own is not 
deemed sufficient at initial assessment. Commitment to the policy and 
procedure will be required from their employees before completion of probation 
/ induction. This will be repeated where necessary including during reviews or 
whenever changes in policy, procedure or legislation occur. 
 

5.1.2 Getting Engagement Towards the policy 
In addition to the procedures listed above, we adopt the various methods 
below to secure engagement towards this policy. 
 
a) Personal Level Meetings 
In a skip-level meeting, the principal meets one-on-one with employers, 
staff/assessors and other stakeholders and how effective the policy had to 
address equal opportunity policy.  
 
The other leaders and manages adopt the same procedure with 
learners/apprentices, other staff/assessors and funding agencies, employers, 
local authority officials etc to stay in touch with the day-to-day realities of the 
business, particularly, the level of satisfaction with the apprenticeship 
programmes and increases the flow of information regarding the programmes. 
 
b) Participants deliberations 
We shall adopt this approach as a deliberate and deliberative effort to all 
those involved in the apprenticeship – staff, learners/apprentices, parents, 
visitors, employers, subcontractors, funding agencies but a very personal level 
and in a conversational way to help secure credible feedback on the 
apprenticeship programme and how the equal opportunity policy should be 
developed, reviewed and distributed. 
 
c) Stakeholder Meetings 
We shall organise community/stakeholder meetings with a range of people, 
employers and other organisations to solicit a diversity of views/perspectives 
including minority or disadvantaged groups in ‘shaping’ the equal opportunity 
policy documents, taking into accounts how to address a wide range of needs 
– influencing policy formulation and development. 
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d) Staff, Apprentices, Employer and Stakeholder Surveys 
To secure community engagement, we conduct online surveys to help 
understand how we develop or make changes to existing complaint policies, 
we conduct surveys using SurveyMonkey.com to solicit views and 
engagement on how to develop, distribute and review the equal opportunity 
policy. 
 
e) Conduct Exit Interviews 
We conduct Exit interviews of departing staff, apprentices, employers where 
we can gather a treasure trove of information on ‘the average’ experiences 
with the complaint’s procedure as they most likely feel able to provide genuine 
information of on how efficient the equal opportunity procedure of the 
organisation has been. This enables us to understand how to secure 
engagement towards the policy. 
 
f) Confidential Complaints Line 
We are aware many employees/staff and learners/apprentices or even 
employers would not do speak up because they are afraid that they will 
suffer adverse consequences if they spoke out about equal opportunity 
policy. We engage with staff, learners/apprentices and employers by offering 
them the alternative means of giving their feedback on how best we can 
secure engagement with the policy through and independent confidential 
line. 
 
g) Workplace Review 
The Centre manager and leaders conduct workplace reviews of several 
matters including how to get staff and learners/apprentice to engage with 
the various policies for which the equal opportunity policy is a part. Together 
with workplace reviews conducted by an independent organisation, 
Worklogic, we are able to  explore, gain practical and strategic advice to 
engage all stakeholders with the equal opportunity policy and other matter. 
These reviews create an opportunity for staff and learners/apprentices and 
give them a voice to help improve the morale, efficiency, functioning and 
ethics of the team. 
 
h) Deliberate Dialogue 
We adopt deliberate dialogue approach to builds on dialogue and secure 
consensus amongst staff, learners/apprentices, employers, enabling 
participants to work together (often with expert input) to develop an agreed 
view or set of recommendations. As participants may then be involved in 
taking their recommendations forward to decision-makers, this can encourage 
shared responsibility for implementation. Examples include national dialogues 
on science and technology. 
 
 5.2 The Extent of the Policy 
• VHL seeks to apply this Policy in the recruitment, selection, training, appraisal, 

development and promotion of all employees.  VHL offers goods and services in a 
manner that complies with the spirit of this Policy. 

• This Policy does not form a part of any employment contract with any employee 
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and its contents are not to be regarded by any person as implied, collateral or 
express terms to any contract made with the organisation. 

• The organisation reserves the right to amend and update this Policy at any time. 
 
6. Aims & Objectives:  
VHL’s aims and objectives are to: 
• Provide equality, fairness and respect for all in our employment, whether 

temporary, part-time or full-time. 
• Not unlawfully discriminate on the grounds of any of the protected 

characteristics identified by the Equality Act. These are: age, disability, gender 
reassignment, marriage and civil partnership, pregnancy and maternity, race, 
religion or belief, sex (gender) and/or sexual orientation. 

• Oppose and avoid all forms of unlawful discrimination. This includes in pay and 
benefits, terms and conditions of employment, dealing with grievances and 
discipline, dismissal, redundancy, leave for parents, requests for flexible working, 
and selection for employment, promotion, training or other developmental 
opportunities. 

• Understand our customer profile to deliver services which reflect the specific 
needs of all our customers to promote equality and inclusiveness. 

• Prevent, reduce and stop all forms of unlawful discrimination in line with the 
Equality Act 2010. 

• Ensure that recruitment, promotion, training, development, assessment, benefits, 
pay, terms and conditions of employment, redundancy and dismissals are 
determined on the basis of capability, qualifications, experience, skills and 
productivity. 

• Ensure that VHL reaches all members of the community and that procedures are 
completed for comparing client profiles and community profiles to identify any 
gaps. 

 
7. Legal Requirements 
VHL has a duty of care to all of its staff, visitors and learners, but particular 
responsibilities to those under 18 years, and those who are vulnerable adults. There 
are four main elements to the policy: 
a) Raising awareness of equality and diversity equipping young people and 

vulnerable adults with the skills needed to keep them safe; 
b) Developing and implementing procedures for identifying and reporting 

safeguarding cases; 
c) Supporting young people and vulnerable adults who have been identified as in 

need of early help or at risk of harm and those presenting them from being 
radicalised 

d) Establishing a safe environment in which young people and vulnerable adults 
can learn and develop. 
 

8. Legislation 
This policy should be read in conjunction with the:  

• Health and Social Care Act 2008 (Regulated Activities) (Amendment) 
Regulations 2012 (Amendment to Parts 4 & 5) 

• Care Quality Commission (Registration) and (Additional Functions) 
• Care Quality Commission (Registration) Regulations 2009 
• Equality Act 2010 
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• Equality Act 2010: Chapter 1 (Protected Characteristics) Chapter 2 
(Prohibited Conduct) and Chapter 3 (Services and Public Functions) 

• General Data Protection Regulation 2016 
• Data Protection Act 2018 
• Gender Recognition Act 2004 
• Health and Safety policy  
• Data Protection Policy (confidentiality).  

 
9. Guiding Principles 
In fulfilling the legal obligations cited above, we are guided by nine principles:  
  
Principle 1:  
All learners are of equal value. We see all learners and potential learners, and their 
parents and carers, as of equal value:  

• whether or not they are disabled  
• whatever their ethnicity, culture, national origin or national status  
• whatever their gender and gender identity  
• whatever their religious or non-religious affiliation or faith background 
• whatever their sexual identity or orientation.  

  
Principle 2:  
We recognise and respect difference. Treating people equally (Principle 1 above) 
does not necessarily involve treating them all the same. Our policies, procedures 
and activities must not discriminate but must nevertheless take account of 
differences of life-experience, outlook and background, and in the kinds of barrier 
and disadvantage which people may face, in relation to:  

• disability, so that reasonable adjustments are made  
• ethnicity, so that different cultural backgrounds and experiences of prejudice 

are recognised  
• gender, so that the different needs and experiences of girls and boys, and  

women and men, are recognised  
• religion, belief or faith background  
• sexual identity or orientation.  

 
Principle 3:  
We foster positive attitudes and relationships, and a shared sense of  cohesion and 
belonging. We intend that our policies, procedures and activities should promote:  

• positive attitudes towards disabled people, good relations between disabled 
and nondisabled people, and an absence of harassment of disabled people 

• positive interaction, good relations and dialogue between groups and 
communities different from each other in terms of ethnicity, culture, religious 
affiliation, national origin or national status, and an absence of prejudice-
related bullying and incidents  

• mutual respect and good relations between boys and girls, and women and 
men, and an absence of sexual and homophobic harassment.  
 

Principle 4:  
We observe good equalities practice in staff recruitment, retention and  
development We ensure that policies and procedures should benefit all employees 
and potential  employees, for example in recruitment and promotion, and in 
continuing professional  development: • whether or not they are disabled • 
whatever their ethnicity, culture, religious affiliation, national origin or national status 
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• whatever their gender and sexual identity, and with full respect for legal rights 
relating to pregnancy and maternity.  
  
Principle 5:  
We aim to reduce and remove inequalities and barriers that already exist In addition 
to avoiding or minimising possible negative impacts of our policies, we take  
opportunities to maximise positive impacts by reducing and removing inequalities 
and barriers that may already exist between:  

• disabled and non-disabled people  
• people of different ethnic, cultural and religious backgrounds  
• girls and boys, women and men.  

 
Principle 7:  
Society as a whole should benefit We intend that our policies and activities should 
benefit society as a whole, both locally and nationally, by fostering greater social 
cohesion, and greater participation in public life of:  

• disabled people as well as non-disabled  
• people of a wide range of ethnic, cultural and religious backgrounds  
• both women and men, girls and boys  
• homosexual people as well as heterosexual people.  

 
Principle 8:  
We base our practices on sound evidence We maintain information about our 
progress towards greater equality in relation to:  

• disability  
• ethnicity, religion and culture  
• gender.  

  
Principle 9:  
Every four years we will formulate and publish specific objectives, based on the 
evidence we have collected and published, in relation to:  

• disability  
• ethnicity, religion and culture  
• gender. 

 
10. Definitions/Interpretation 
The following are commonly agreed definitions within the Equality and Diversity:  
Equal opportunities:  is a principle that emphasises that opportunities in employment, 
education and other areas are available to all. Equality means treating everyone 
with equal dignity and worth regardless of particular characteristics. 

Diversity: means recognising that everyone is different. Diversity is about respecting 
and valuing the differences that each individual brings to work and the workplace 
in which they operate. 

A person has a “disability” if they have a physical or mental impairment and the 
impairment has a substantial and long-term adverse effect on their ability to perform 
normal day-to-day activities. 

Discrimination is unequal or differential treatment which leads to one person being 
treated more or less favourably than others are, or would be, treated in the same or 
similar circumstances on the grounds of race, sex, pregnancy and maternity, marital 
or civil partnership status, gender reassignment, disability, religion or beliefs, age or 
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sexual orientation. Discrimination may be direct or indirect and includes discrimination 
by perception and association. 

 
11. Types of Discrimination 
a) Direct Discrimination 
This occurs when a person or a policy intentionally treats a person less favourably than 
another on the grounds of race, sex, pregnancy and maternity, marital or civil 
partnership status, gender reassignment, disability, religion or beliefs, age or sexual 
orientation. This list is not exhaustive and VHL will be opposed to any discrimination on 
any grounds not covered exclusively by the Equality Act or unlawful factors.  
 
b) Indirect Discrimination 
This is the application of a policy, criterion or practice which the employer applies to 
all employees but which is such that: 
• It is it detrimental to a considerably larger proportion of people from the group that 

the person the employer is applying it to represents; 
• The employer cannot justify the need for the application of the policy on a neutral 

basis; and 
• The person to whom the employer is applying it suffers detriment from the 

application of the policy. 
 
c) Harassment 
This occurs when a person is subjected to unwanted conduct that has the purpose or 
effect of violating their dignity or creating an intimidating, hostile, degrading, 
humiliating or offensive environment. 
 
d) Victimisation 
This occurs when a person is treated less favourably because they have bought or 
intend to bring proceedings, or they have given or intend to give evidence. 
 
12. Unlawful Reasons For Discrimination 
a) Sex 
It is not permissible to treat a person less favourably on the grounds of sex, marital 
status, civil partnership, pregnancy or maternity, gender reassignment or transgender 
status. This applies to men, women and those undergoing or intending to undergo 
gender reassignment. Sexual harassment of men and women can be found to 
constitute sex discrimination.  
 
Example: Asking a woman during an interview if she is planning to have any (more) 
children constitutes discrimination on the ground of gender. 
 
b) Age 
It is not permissible to treat a person less favourably because of their age. This applies 
to people of all ages.  This does not currently apply to the calculation of redundancy 
payments. 
c) Disability 
It is not permissible to treat a disabled person less favourably than a non-disabled 
person.  Reasonable adjustments must be made to give the disabled person as much 
access to any services and ability to be employed, trained, or promoted as a non-
disabled person. 
 
d) Race  
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It is not permissible to treat a person less favourably because of their race, the colour 
of their skin, their nationality or their ethnic origin. 
 
e) Sexual Orientation 
It is not permissible to treat a person less favourably because of their sexual orientation. 
For example, an employer cannot refuse to employ a person because s/he is 
homosexual, heterosexual or bisexual. 
 
f) Religion or Belief 
It is not permissible to treat a person less favourably because of their religious beliefs 
or their religion or their lack of any religion or belief. 
 
13. Recruitment Of Employees And Apprentices / Learners 
Recruitment and selection decisions will support the equality, diversity and inclusion 
policy. VHL will: 

• Adopt  a  consistent,  non-discriminatory  approach   to  advertising. 

• Advertisements will avoid stereotyping or using wording that may discourage 
particular groups from applying. 

• Not confine recruitment to areas or sources which provide only, or mainly 
applicants of a particular group. 

• Make certain that all who apply will receive fair treatment and will be 
considered solely on their ability to do the job / complete the apprenticeship 
programme. 

• Use interview questioning that will not be of a discriminatory nature. 

• Ensure discussions with apprentices / learners during the initial assessment and 
professional discussion will not be of a discriminatory nature. 

• Make selection decisions that are not influenced by any perceived prejudices 
of others. 

 
14. Positive Action In Recruitment 

• Under the Equality Act 2010, positive action in recruitment and promotion 
applies as of 6 April 2011. ‘Positive action’ means the steps that the 
Organisation can take to encourage people from groups with different needs 
or with a past record of disadvantage or low participation, to apply for positions 
within the Organisation.   

 
• If the organisation chooses to utilise positive action in recruitment, this will not 

be used to treat people with a protected characteristic more favourably, it will 
be used only in tie-break situations, when there are two candidates of equal 
merit applying for the same position. 

 
15. Reasonable Adjustments 
The organisation has a duty to make reasonable adjustments to facilitate the 
employment of a disabled person.  These may include: 

• Making adjustments to premises; 
• Re-allocating some or all of a disabled employee’s duties; 
• Transferring a disabled employee to a role better suited to their disability; 
• Relocating a disabled employee to a more suitable office; 
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• Giving a disabled employee time off work for medical treatment or 
rehabilitation 

• Providing training or mentoring for a disabled employee; 
• Supplying or modifying equipment, instruction and training manuals for 

disabled employees; or 
• Any other adjustments that the Organisation considers reasonable and 

necessary provided such adjustments are within the financial means of the 
Organisation. 

If an employee has a disability and feels that any such adjustments could be made 
by the Organisation, they should contact their Line Manager. 

 
16. Employee Training 
VHL has a duty to promote equality and diversity issues and measures to their 
employees and ensure that they: 

• Analyse their own practice against established good practice and assess risk 
to ensure that their practice is likely to protect them from false allegations. 

• Recognise their responsibilities and report any concerns about suspected poor 
practice or possible abuse. 

• Follow employee guidelines. 
• Undertake annual training on equality and diversity to raise awareness of 

current issues and legislation. 
In general, we approve and encourage the following employee trainings: 

• Formal training sessions (individual or corporate) 
• Employee Coaching and Mentoring 
• Participating in conferences 
• On-the-job training 
• Job shadowing 
• Job rotation 

 
To ensure that this happens: 

• VHL will provide initial and ongoing training and information to proactively 
promote equality and diversity awareness and support all their employees to 
understand their individual responsibilities. 

• All new VHL employees will be trained in equality and diversity and agree 
commitment to this policy before successful completion of the probationary 
period is agreed. 

• All apprenticeship trainers will be given access to a secure site where this and 
other important policies are located. They will be required to provide 
evidence of their annual CPD (Continuous Professional Development) in the 
area of equality and diversity. 

• VHL employees will also receive regular updates via email, meetings or 
bulletins to keep their skills and knowledge up to date. 

• The VHL employee induction handbook will also signpost all relevant policies 
and procedures. 
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17. Training And Assessment Of Apprentices / Learners 
The training and assessment of apprentices / learners will support the equality, diversity 
and inclusion policy. To ensure that this happens: 

• VHL will ensure that all apprentices / learners, regardless of their background, 
achieve their potential. 

• All apprentices / learners will be given access to training and development 
opportunities without being influenced by any protected characteristic. 

• VHL will encourage all apprentices / learners to develop an insight into the lives 
and experiences of people with different backgrounds of their own. 

• The training and assessment of apprentices / learners will be undertaken 
without discrimination either directly or indirectly. 

• VHL will make a wide range of training and assessment methods available to 
apprentices / learners. 

• Wherever possible, apprentices / learners with particular needs will be 
identified and we will provide the necessary reasonable adjustments to 
facilitate training and assessment. 

 
18. Working with Employer and Apprentice 
Under the terms for apprenticeships, we would ensure that employers and 
apprentices have been trained, quality assured and scrutinised to ensure that 
they fulfil equal opportunity responsibilities : 

a) Meet employment conditions. Thus employers 
§ Give your Apprentice a Contract of Employment 
§ Pay at least the minimum wage for Apprentices 
§ Increase pay as performance and skills improve 
§ Ensure adequate competent supervision at all times 
§ Record Apprentices’ workplace attendance 
§ Inform the Centre Assessment Manager of any unauthorised absences 
§ Make your Apprentices aware of your Equal Opportunities Policy 

  
b) Support their learning and development 
§ Support your Apprentice in gaining their training qualifications 
§ Give appropriate on-the-job work experience and training 
§ Ensure enough time for them to achieve their training objectives 
§ Ensure compliance with 20% off the job training is met 
§ Allow reasonable access to staff for monthly visits for assessment, 

knowledge and functional skills training 
§ Take part in the regular reviews of your Apprentices’ progress 
§ Be involved in reviews, Individual Learning Plan and target setting 
§ Sign off your Apprentice’s progress on OneFile every month 

c) Comply with all relevant Health & Safety legislation 
§ Provide a safe working environment 
§ Provide Health & Safety Induction Training 
§ Hold current employers’ and public liability insurance and vehicle 

insurance where appropriate 
§ Provide personal protective equipment (PPE) in accordance with 

statute and good occupational practice 
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§ Provide advice and guidance with regard to safeguarding and 
prevent. 
 

19. Accessible Information Standard 
The Accessible Information Standard aims to make sure people with a disability or 
sensory loss are given information they can understand, and the communication 
support they need. All organisations that provide NHS care or adult social care are 
required to follow the new standard. As part of the accessible information standard, 
organisations must do five things: 
• Ask people if they have any information or communication needs, and find out 

how to meet their needs. 
• Record those needs clearly and in a set way. 
• Highlight or ‘flag’ the person’s file or notes so it is clear that they have information 

or communication needs and how those needs should be met. 
• Share information about people’s information and communication needs with 

other providers of NHS and adult social care, when they have consent or 
permission to do so. 

• Take steps to ensure that people receive information which they can access and 
understand, and receive communication support if they need it. 
 

VHL will achieve these aims and objectives by: 

• Consulting VHL employees, apprentices / learners, employers and other 
stakeholders about how our services and employment practices could be 
improved. 

• Creating an environment in which individual differences and contributions of all 
team members are recognised and valued. 

• Promoting equality and diversity in the workplace, which VHL believes is good 
management practice. 

• Creating a working environment free from bullying, harassment, victimisation 
and unlawful discrimination and which promotes dignity and respect for VHL 
employees, apprentices / learners, clients and other stakeholders. 

• Encouraging anyone who feels they have been subject to discrimination to raise 
their concerns so that corrective measures can be applied. 

• Making opportunities for training, development and progress available to all VHL 
employees and apprentices / learners, who will be helped and encouraged to 
develop their full potential so that their talents and resources can be fully utilised 
to maximise their employer’s efficiency. 

• Reviewing employment practices and procedures when necessary to ensure 
fairness, and update them and the policy to take account of changes in the 
law. Any identified discriminatory elements will be removed. 

• Ensuring that disabled VHL employees and apprentices / learners, both current 
and prospective, are not just ‘included’ but actively supported and promoted 
to fulfil their aspirations. 

• Exemplifying British values in everything we do, e.g., democracy, the rule of law, 
individual liberty and mutual respect and tolerance for those with different faiths 
and beliefs. 

20. Responsibility For The Implementation Of This Policy 
Roles, Responsibilities and Structure 
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It is the responsibility of everyone to work together towards combating all forms of 
discrimination. This includes reporting all incidents of discrimination through the proper 
channels. Breaches of this equality, diversity and inclusion policy will be taken seriously 
and may be regarded as misconduct. This may result in disciplinary action up to and 
including suspension or withdrawal from employment or the apprenticeship 
programme. 
 
21. Responsibilities Of VHL Management 
This policy has been agreed by, and circulated to, all VHL directors and employees. 
Overall responsibility for the equality, diversity and inclusion policy lies with Michael 
Leak who has been given the responsibility of monitoring the effectiveness of the 
policy and any infringement of it. 
 
Directors and managers will ensure that: 

• Their own behaviour and those of VHL employees whom they manage 
complies in full with this policy. 

• They deal with all allegations of discrimination, harassment and victimisation 
sensitively and investigate fairly and thoroughly. 

• Any form of discrimination, harassment or victimisation carried out by an 
individual is treat as a matter for possible disciplinary action. 

• Equality and diversity is built into all aspects of the apprenticeship programme. 
• All learning takes place in a supportive environment free from discrimination or 

harassment. 
• Provide training in equality and diversity to VHL employees, to give them the 

opportunity to develop their skills and confidence and to deal with equality 
and diversity issues in a professional manner. 

• Employees and apprentices / learners are made aware of the equality, 
diversity and inclusion policy as part of their induction programme. 

• VHL recruitment, selection and appointment procedures, performance 
management processes, employee development opportunities and 
disciplinary and grievance processes are fairly and consistently applied to all 
VHL employees 

• VHL employees understand they can be held liable for acts of bullying, 
harassment, victimisation and unlawful discrimination, in the course of their 
employment, against fellow VHL employees, clients, suppliers, apprentices / 
learners and the general public. 

 
22. Responsibilities Of All VHL Employees 
It is expected that all VHL employees act in accordance with this equality, diversity 
and inclusion policy. In particular, all employees should: 

• Comply with the requirements of the policy and undertake appropriate 
diversity and equality training. 

• Not bully, victimise, harass, discriminate or intimidate other VHL employees, 
apprentices / learners, clients or subcontractors who have, or are perceived to 
have, one of the protected characteristics. 

• Ensure no individual is discriminated against or harassed because of their 
association with another individual who has a protected characteristic. 

• Inform their line manager if they become aware of any discriminatory practice. 
 
 
All employees, subcontractors and agents of the Organisation are required to act in 
a way that does not subject any other employees or clients to direct or indirect 
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discrimination, harassment or victimisation on the grounds of their race, sex, 
pregnancy or maternity, marital or civil partnership status, gender reassignment, 
disability, religion or beliefs, age or sexual orientation. 
The co-operation of all employees is essential for the success of this Policy. Senior 
employees are expected to follow this Policy and to try to ensure that all employees, 
subcontractors and agents do the same. 
 
Employees may be held independently and individually liable for their discriminatory 
acts by the Organisation and in some circumstances an Employment Tribunal may 
order them to pay compensation to the person who has suffered as a result of 
discriminatory acts. 
 
The Organisation takes responsibility for achieving the objectives of this Policy, and 
endeavours to ensure compliance with relevant Legislation and Codes of Practice. 
 
23. Acting On Discriminatory Behaviour 
In the event that an employee is the subject or perpetrator of, or witness to, 
discriminatory behaviour, please refer to the organisation handbook on disciplinary 
and grievance procedures. 
 
24. Advice And Support On Discrimination 
Employees may contact their trade union representative if access to such an 
individual is possible. 
 
If you feel that you have been disadvantaged under the unlawful grounds listed in 
point 5 you are encouraged to raise this through the VHL  Grievance Policy 
procedures. Allegations regarding breach of this policy will be treated in confidence 
and investigated in line with the relevant procedure. 
 
Monitoring and evaluation We collect, study and use quantitative and qualitative 
data relating to the implementation of this policy, and make adjustments as 
appropriate. In particular we collect, analyse and use data in relation to 
achievement, broken down as  appropriate according to disabilities and special 
educational needs; ethnicity, culture,  language, religious affiliation, national origin 
and national status; and gender. 

 
25. Responsibilities Of All Apprentices / Learners 
VHL expects all apprentices / learners to act in accordance with this equality, 
diversity and inclusion policy. In particular, all apprentices / learners should: 

• Ensure that they are familiar with VHL’s equality, diversity and inclusion policy, a 
copy of which is included in their apprenticeship induction handbook. 

• Ensure that they understand how they, as well as their employer, can be held 
liable for acts of bullying, harassment, victimisation and unlawful discrimination, 
in the course of their employment, against fellow apprentices / learners, 
employees, clients, suppliers and the general public. 

• Treat all trainers, assessors, other apprentices / learners and work colleagues with 
dignity and respect. 

• Not doing anything that would discriminate against or harass others because of 
their race, disability, gender, pregnancy and birth, gender reassignment, age, 
sexual orientation, religion or belief, marital or civil partnership status. 
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• Report any instances of bullying or harassment. 
 
26. Key Principles of The Policy: 
 This policy is based on the following principles:  

• Effective and accurate identification, assessment and management of risk  
• Safe recruitment, selection and development of staff and apprentices  
• The welfare of apprentices is paramount and individuals are treated with 

respect and dignity  
• Roles and responsibilities for Prevent duty are clearly identified  
• Guidance, training and support is provided for staff and apprentices  
• Where it is safe to do so the apprentice is made aware when disclosures are 

to be reported to the Apprenticeships Programme Lead who also holds 
responsibility, as our Designated Safeguarding Officer for the Prevent duty  

• Information about concerns is shared with appropriate individuals and 
agencies who need to know.  
 

27. Key Contact 
Name of Designated Equal Opportunity Lead (EOL): Dr. Samuel Ofori-Kyereh 
Email address: sam@verityhealthcare.co.uk  
Postal address:  
 210 Church Road 
Gateway Business Centre 
Suite 1-4 
London 
E10 7JQ 
 
Tel: 0203 643 5295 
Fax: 0203 322 6464 
 

28. Monitoring And Review 
We will regularly review this policy to ensure that it is achieving the objectives 
stated in the Equality and Diversity Statement.  

This policy may be amended by VHL  at anytime in order to take into account 
changes in best practice and legislation. VHL is fully committed to making the 
principle of equality and diversity a reality and to embed it into all of our practices.  

Within VHL, as part of this process, there will be monitoring of: 
• The composition of job applicants and decisions in recruitment. 
• The makeup of VHL’s workforce regarding information such as age, gender, 

ethnic background, sexual orientation, religion or belief and/or disability. 
• Access to training, promotion and other opportunities and benefits. 
• The impact of VHL’s employment policies, including use of the disciplinary and 

grievance procedure. 
• Dismissals and other terminations. 
Information collected for monitoring purposes will be treated as confidential and will 
not be used for any other purpose. 
To ensure that this policy remains fit for purpose, VHL will review it on an annual basis, 
in the event of the publication of new guidelines / official communications or 
following lessons learnt upon the conclusion of an incident, whichever is the sooner. 

 
ANNEX 1 



19 | Equal Opportunity Policy 

 

 
Equality & Diversity Statement 

 
Verity Healthcare Limited is committed to implementing equal opportunities in all 
aspects of its business for staff and students. Equality of opportunity is the right of all 
persons to receive fair, equal, and non-discriminatory consideration in access to and 
the processes of education and employment, irrespective of characteristics including, 
but not limited to, gender, marital status, family status, sexual orientation, religion, age, 
disability, race or membership of the Traveller community. 

The organisation is committed to promoting equal opportunities in education and 
employment in recognition of the principles of equity and social justice and in 
conformity with equality and anti-discrimination legislation. The organisation accepts 
its responsibility in relation to these rights for people while they are engaged in 
activities undertaken as part of their study or their employment with the company. 

 

VHL  aims to promote equality & diversity as an employer and seeks to ensure that 
equality and diversity principles underpin all areas of the organisation’s work and 
service provision.  VHL  recognises that it has a special responsibility to combat age-
discrimination experienced by older people. 

VHL  recognises that many people and groups suffer discrimination and face serious 
barriers when trying to fulfil their true potential. It is the aim of this organisation to take 
positive steps to redress discrimination, to improve equality of opportunity and to 
combat any unreasonable or unfair treatment which places people at a 
disadvantage for any reasons not directly related to their ability to do a job for this 
organisation or to their eligibility to receive services from us. 

 
VHL recognises the rights of individuals and groups to be free from discrimination and 
harassment on the grounds of gender, marital status, family status, sexual orientation, 
religion, age, disability, race or membership of the Traveller community as set out in 
the Employment Equality Act 1998.  VHL affirms the right of all staff and students to 
work in an environment free from harassment on grounds of gender, marital status, 
family status, sexual orientation, age disability, religion, race and membership of the 
traveller community Behaviour of this kind may lead to disciplinary action and other 
sanctions at the discretion of the company. 

 

 

 

 

 

 


