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Equal Opportunities Policy 

1. The Purpose of the Policy 

1.1. This policy has been put together using good practice guidelines available from the             

Jersey Advisory and Conciliation Service (JACS, 2016). 

1.2. The aim of this policy is to promote equal opportunities to all staff within the LV Care                 

Group, and its subsidiary companies. This is regardless of whether or not the employee              

is full-time, part-time or bank staff. Staff will be treated fairly, equitably and consistently              

with their skills and abilities (both current and potential). 

1.3. Under Jersey law, it is illegal to discriminate a person based on the following ‘protected               

characteristics’; 

1.3.1. Race; 

1.3.2. Gender; 

1.3.3. Age; 

1.3.4. Sexual orientation; 

1.3.5. Gender reassignment; 

1.3.6. Pregnancy and maternity status (applies from the beginning of the pregnancy to            

18 weeks after the child’s birth); 

1.3.7. Disability (Discrimination (Jersey) law 2013). 
 
 

2. Policy Scope 
2.1. All staff members of LV Care Group are required to follow this policy. 
2.2. The Compliance and Special Projects Manager is responsible for ensuring that this policy             

is kept up-to-date, in accordance with ongoing changes in clinical practices and            
legislation. 

2.3. LV Care Group managers are responsible for ensuring that their staff are aware of this               
policy. Managers are also responsible for encouraging and monitoring compliance with           
this policy. 

2.4. Individual staff members are responsible for following this policy; seeking advice from            
their managers if they are unsure of an aspect of the policy. It is the responsibility for all                  
employees to assume their own responsibility in adhering to equal opportunities. 

 

3. Commitment to equal opportunities and diversity 
3.1. At LV Care Group, we are committed to equal opportunities for all. Principles of equal               

opportunities will be utilised during both the process of recruitment, and the duration of              

employment. 

3.2. The use of ‘less favourable treatment’ will not be tolerated. ‘Less favourable treatment’             

is defined by JACS (2016) to include, but is not limited too: 

3.2.1. Financial reward through direct or indirect discrimination; 

3.2.2. Harassment; 

3.2.3. Victimisation on the basis of race, religious beliefs, political opinions, ethnic           

origin, nationality, pregnancy, sexual orientation, gender, creed, colour,        
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marital/civil partnership status, disability, maternity status or age. This list is not            

exhaustive. 

 

4. Equal opportunity practises 

4.1. Recruitment 

4.1.1. All potential employees will be subject to a fair and equitable recruitment            

process. 

4.1.1.1. The recruitment process will not discriminate based on a candidate’s          

race, gender, age, or any other characteristic protected by law (Equal           

Opportunities Council, 2018). 

4.1.1.2. Candidates will be assessed on their potential and their ability to           

undertake the role which they have applied for. 

4.1.2. Constructive feedback will be made available to interviewed applicants, if          

requested. 

4.2. Pay 

4.2.1. LV Care Group looks to ensure equal opportunities for pay for all of its              

employees. This means that employees who are equally experienced, equally          

qualified and performing the same role would receive the same wage (Equal            

Opportunities Council, 2018). 

4.2.1.1. It is therefore feasible that employees who have the same job           

description, may be in receipt of different wages, if the above applies. 

4.2.2. LV Care Group will continually monitor its pay structure to ensure fairness and             

equal opportunities for all of its employees. 

4.3. Training 

4.3.1. As far as is practically possible, employees have equal access to training            

opportunities, suitable for their role. Training opportunities (other than         

mandatory training) will be offered based on merit and ability of the employee. 

4.3.2. Employees will not be overlooked for training opportunities based on protected           

characteristics (refer to section 1.3). 

 

5. Disclosure and Barring Service (DBS) check 

5.1. It is appropriate to carry out a DBS check for any potential employee/current employee              

who will be coming into contact with either children or vulnerable adults (States of              

Jersey, 2018). The purpose of a DBS check is to identify any criminal convictions. 

5.2. A criminal conviction will not necessarily exclude an employee from working within the             

LV Care Group (unless the role carries an exemption). Should a criminal conviction be              
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present on a DBS check, LV Care Group will make an informed choice as to the                

employment of that individual, dependant on the reason for the conviction. 

 

6. Meeting religious beliefs 

6.1. Religion is not considered a ‘protected characteristic’ under Jersey law, and therefore LV             

Care Group has no legal requirement to meet religious needs. However, in order to              

meet equal opportunity best practices, LV Care Group has established the following            

practices concerning meeting the religious beliefs of its employees: 

6.1.1. Employees are not required to inform LV Care Group of their religious beliefs.             

However, if the employee wishes to have a religious need met, they will be              

required to disclose this information to their manager. Manager’s cannot make           

assumptions as to religious beliefs or needs. The manager should keep this            

information confidential, in accordance with the LV Care Group Data Protection           

Policy; 

6.1.2. LV Care Group are not obliged to grant an employee with time off for all of the                 

employee’s observed religious holidays, cultural festivals and/or ceremonies.        

Annual leave/days off must be negotiated with managers so as managers can            

seek to meet requests as far as is practicably possible, and to ensure continuity              

of business. Employees must note that during popular religious holidays, it may            

not be possible to grant all requests for time off. 

6.1.3. LV Care Group will only sanction the wearing of religious jewelry and clothing if              

it does not interfere with infection control and safety procedures, is not illegal,             

and is not considered offensive to others. 

6.1.3.1. The wearing of necklaces, bracelets, rings (other than a plain wedding           

band) and ‘dangling’ earrings by those working with residents and home           

care clients, will not be sanctioned as this contraindicates safety and           

infection control guidance. 

6.1.4. LV Care Group has no legal requirement to provide a place for employees to              

observe their religious beliefs, i.e. a prayer room. Employees should discuss any            

such requirements with their manager to see if appropriate arrangements can           

be made. However, the employee must understand that it may not be possible             

to have their requests met. 

 

7. Employees with disability 

7.1. LV Care Group will seek to put in place any reasonable measures and/or adjustments for               

an employee who has specific requirements due to a disability. 

7.2. Should an employee feel that they are eligible for reasonable measures and/or            

adjustments in order to complete their work, then the employee has a responsibility to              

raise this with their manager in the first instance. Managers cannot assume an             
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employee’s disability, or what they may require in order to help mitigate that disability              

during their employment. 

7.3. Employees must be aware that managers may seek official documentation by a qualified             

professional to support the reasonable adjustments that the employee is requesting. 

 

8. Employees with learning differences 

8.1. For the purpose of this policy, a learning difference incorporates dyslexia, dyspraxia and             

dyscalculia. 

8.2. LV Care Group will seek to put in place any reasonable measures and/or adjustments for               

an employee who has specific requirements due to a learning difference. 

8.3. Should an employee feel that they are eligible for reasonable measures and/or            

adjustments in order to complete their work, then the employee has a responsibility to              

raise this with their manager in the first instance. Managers cannot assume an             

employee’s learning difference, or what they may require in order to help mitigate that              

learning difference during their employment. 

8.4. Employees must be aware that managers may require official documentation from a            

qualified professional who can assess dyslexia/dyspraxia/dyscalculia to support the         

employees claim of a learning difference. This would be to corroborate that the             

reasonable adjustments being put in place are relevant for the individual employee. 

 

9. Absence 

9.1. Sickness and absence relating to a disability or pregnancy are to be recorded, but not               

counted as part of the employee’s ongoing sickness record. Managers must refer to the              

LV Care Group Absence policy. 

10. Grievance and Disciplinary Procedures 

10.1. Any employee who feels that they have been subject to unfair treatment/subjected to             

discrimination should raise the incident in line with the LV Care Group Grievance Policy              

and Procedures. 

10.2. In the event that a grievance or disciplinary is brought against an employee, both the               

employee being investigated, and the employee raising the complaint should be made            

aware of the LV Care Group Grievance Policy and Procedures, and the LV Care Group               

Disciplinary Policy and Procedures. 

 

11. Bullying and harassment at work (taken from the LV Care Group Bullying and Harassment              

Policy) 

11.1. Bullying is defined as: ‘regular intimidation that undermines the confidence and           

capability of individuals. Bullying can take the form of verbal abuse, violent gestures,             

physical violence, allocation of blame and 'picking on' employees unfairly, public           
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humiliation or a more 'subtle' war of words to undermine the individual's confidence.             

This can be offensive, intimidating, malicious, insulting or confrontational behaviour, an           

abuse or misuse of power through means intended to undermine, humiliate or make             

you feel threatened in any way’ (JACS, 2015). 

11.2. Harassment is defined as being unsolicited and unwelcome behaviour, which in turn            

affects the dignity of the recipient and creates an ‘intimidating, hostile, degrading,            

humiliating or offensive environment for the subject’ (Discrimination (Jersey) law 2013;           

JACS, 2016). 

11.2.1. Should gender, race, colour, nationality, marital status, disability or ethnic origin           

be the route of bullying/harassment, then this is a breach of equal employment             

opportunities. 

11.2.1.1. Sexual and racial harassment will never be tolerated. Employees found          

to be instigating sexual or racial harassment may face disciplinary          

action, training, counselling or dismissal. 

11.3. LV Care Group are committed to providing a workplace free of bullying and harassment.              

As such, bullying/harassment will not be tolerated in any form, and accusations of             

bullying/harassment will be dealt with using the guideline in appendix a. 

11.4. Employees who feel that they are being/have been bullied/harassed should make a            

formal complaint to their manager. If the complaint is about the manager, the employee              

should approach the next level of management. 

11.5. During the investigation, confidentiality will be maintained as far as is practicably            

possible. 

11.6. Accusations made in bad faith (i.e. intentionally lying/knowing the allegation made to be             

false) may result in disciplinary action against the claimant. 

11.7. If an accusation is found to be true, the investigating manager will determine the              

appropriate course of action. Such action may include disciplinary action, dismissal,           

training or counselling. 

11.8. The aim of any bullying/harassment claim is that the accusation is dealt with in a timely,                

and as least intrusive manner as possible. 

11.9. Should a bully/harasser be kept in employment, the manager is to monitor the situation              

in order to ensure that the harassment has ceased. 

11.9.1. It is a disciplinary offence to victimise an employee who made an            

accusation/complaint in good faith. 

11.10. In the event that a bullying/harassment allegation is brought against an employee, both             

the employee being investigated, and the employee raising the complaint should be            

made aware of the LV Care Group Grievance Policy and Procedures, and the LV Care               

Group Bullying and Harassment Policy. 

11.11. Allegations/complaints raised concerning bullying/harassment are to be dealt with using          

the guideline in appendix a. 
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