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	SECTION A – POLICY


	1. 
	Policy Statement, Aims and Objectives

	
	1.1
	This policy aims to outline the expectations of NHS Barnsley Clinical Commissioning Group in relation to dress code. The policy will be implemented to ensure that a professional and positive corporate image is portrayed.


	
	1.2
	The development of this policy:
· Ensures employees are clear on the expected standards of dress whilst at work;

· Ensures employees maintain a professional and positive corporate image.



	2. 
	Legislation and Guidance


	
	2.1
	The following legislation and guidance has been taken into consideration in the development of this policy.

· Equality Act 2010;
· Department of Health – Religion and Belief Guidance. 
· Best Practice Guidance Equalities Commission
· Health & Safety at Work Act 1974


	3.
	Scope 


	
	3.1
	This policy applies to those members of staff that are directly employed by NHS Barnsley Clinical Commissioning Group and for whom NHS Barnsley Clinical Commissioning Group has legal responsibility. Seconded staff are covered by the policy of their employing organisation.  For those staff covered by a letter of authority / honorary contract or work experience, this policy is also applicable whilst undertaking duties on behalf of NHS Barnsley Clinical Commissioning Group or working on NHS Barnsley Clinical Commissioning Group premises and forms part of their arrangements with NHS Barnsley Clinical Commissioning Group.  As part of good employment practice, agency workers are also required to abide by NHS Barnsley Clinical Commissioning Group policies and procedures, as appropriate, to ensure their health, safety and welfare whilst undertaking work for NHS Barnsley Clinical Commissioning Group.



	4.
	Accountabilities and Responsibilities

	
	4.1
	Overall accountability for ensuring that there are systems and processes to effectively ensure compliance with this Policy lies with the Chief Officer. Responsibility is delegated to the following:
Chief Officer
· Maintaining an overview of the corporate ratification and governance process associated with the policy.

· Ensuring that the policy is applied fairly, consistently and in a non-discriminatory manner.
HR  Business Partner
· Leading the development, implementation and review of the policy.

· Providing guidance to managers and employees who wish to discuss a deviation from the Policy due to cultural/ religious/ medical or personal reasons.

Appointing Officers/ Line Managers

· Ensuring that the Policy is implemented within their own area of responsibility

· Endeavouring to maintain a safe and healthy working environment where dress is appropriate to the duties being undertaken

· Ensuring employees are aware of this policy including referring new employees to the policy as part of their induction process.

· Addressing any concerns raised by an employee that their personal requirements are not being met.

· Taking appropriate action where an employee does not comply with the dress code requirement as set out in this Policy. 

All Employees

· Ensuring that they are familiar with the policy and procedure and fully compliant with it.

· Dressing in a manner which promotes a professional image and enhances the reputation of the organisation

· Raising with their line manager any concerns that they have regarding their personal requirements in relation to dress.



	5.
	Dissemination, Training and Review


	
	5.1
	Dissemination
The effective implementation of this policy will support openness and transparency. NHS Barnsley Clinical Commissioning Group will:
· Ensure all employees and stakeholders have access to a copy of this policy via the organisation’s website.

· Ensure employees are notified by email of new or updated policies.


	
	5.2
	Training
All employees will be offered direction regarding dress code from this Policy, their line manager and through Human Resources.  



	
	5.3
	Review 

	
	
	5.3.1
	As part of its development, this policy and its impact on staff, patients and the public has been reviewed in line with NHS Barnsley Clinical Commissioning Group’s Equality Duties. The purpose of the assessment is to identify and if possible remove any disproportionate adverse impact on employees, patients and the public on the grounds of the protected characteristics under the Equality Act. 



	
	
	5.3.2
	The policy will be reviewed every three years, and in accordance with the following on an as and when required basis:
· Legislatives changes

· Good practice guidelines

· Case Law

· Significant incidents reported

· New vulnerabilities identified

· Changes to organisational infrastructure

· Changes in practice


	
	
	5.3.3
	Policy management will be performance monitored to ensure that policies are in-date and relevant to the core business of the organisation.  


	SECTION B – PROCEDURE


	1.
	General Principles



	
	1.1
	It is important that employees dress in a professional manner that avoids provocative and suggestive messages that may cause offence or embarrassment to others with whom they come into contact. Clothes with logos / advertisements which may be regarded as offensive or go against the organisation’s ethos should not be worn.



	
	1.2
	It is recognised that what may cause offence or embarrassment to one individual may not have the same impact upon another. Where there is any confusion or doubt regarding appropriate personal presentation guidance should be sought from the HR Business Partner.

 

	
	1.3
	The clothes worn should be appropriate for the duties undertaken. The dress code does not permit:

· Very casual trousers including jeans, denim trousers, leggings, combat trousers
· Low waistband trousers showing the abdomen / lower back or allowing underwear to be visible

· Cropped tops showing the abdomen / lower back

· Strapless or revealing tops

· Very short skirts such that they may be cause offence or embarrassment

· Flip flops or other very casual shoes which may not support the foot effectively during the course of a working day

· Excessive jewellery

· Other items that do not project a professional image



	2.
	Hair 


	
	2.1
	Hair should be neat and tidy. Long hair must be tied back when undertaking any repairs to equipment such as a photocopier / printer, for example to remove jammed paper.



	3.
	Jewellery


	
	3.1
	Jewellery must not be excessive and detract from the professional image. The organisation will not be liable for any injury sustained by an employee caused by the wearing of jewellery or for loss of or damage to jewellery.


	4.
	Neck Ties/ Scarves



	
	4.1
	Neck ties / scarves must be removed when undertaking any repairs to equipment such as a photocopier / printer, for example to remove jammed paper.
Consideration needs to be given to any instance where a garment is worn as part of a cultural or religious belief and action should be revised accordingly in order to accommodate the individual belief whilst maintaining adherence to Health and Safety requirements.



	5.
	Identification Badges


	
	5.1
	Employees should carry their identification badge at all times whilst on duty and are required to wear it when on official CCG business outside of the CCG headquarters.



	
	5.2
	Other badges such as professional organisation or trade union badges may also be worn along with badges that support national campaigns at the time of the campaign.



	
	5.3
	If the badge is worn around the neck on a lanyard, the lanyard must have a quick release clip and should be plain blue or black with no text unless NHS or trade union approved.



	6
	Footwear


	
	6.1
	All shoes should be safe, appropriate and support the foot. 


	7.
	Body Piercing and Tattoos


	
	7.1
	Any visible body piercing must be removed or covered where they may be deemed offensive. Visible tattoos should not be offensive to others. Where they are deemed offensive, they must be appropriately covered.


	8
	Compensation for damage to Personal Clothing


	
	8.1
	Employees are required to adopt a common sense approach with regard to the clothing, jewellery, glasses etc. that they wear to work in terms of expense. Employees must ensure that articles are appropriate to the type of work that they carry out and must also be mindful of any potential for damage to / loss of personal property, which may arise as a result of carrying out their duties.


	
	8.2
	Employees are discouraged from coming into work in overly expensive or designer items and where employees chose to do so and subsequently make a claim for damage to / loss of such items the CCG reserves the right to impose an upper limit of the amount of compensation it will reimburse.


	
	8.3
	All claims for compensation for damage to/ loss of personal clothing will be reviewed by the Chief Finance Officer and will be considered in line with this policy. Employees will therefore only be compensated for damage to personal clothing/ property that was worn in line with the requirement of this policy.


	
	8.4
	All incidents where personal clothing/property is damages or lost whilst at work must be reported on an incident reporting form. If a request for reimbursement is to be made this must be clearly documented on the incident reporting form and receipt(s) for the damaged items attached where available.




Putting Barnsley People First

APPENDIX 1
Equality Impact Assessment 

	Title of policy or service:
	Dress Code and Appearance Policy

	Name and role of officer/s completing 

the assessment:
	Richard Walker, Head of Assurance & Peter Smith, HR Business Partner

	Date of assessment:
	12.4.2016

	Type of EIA completed:       
	Initial EIA ‘Screening’  ☒   or    ‘Full’ EIA process  ☐           
	(select one option - 
see page 4 for guidance)


	1. Outline

	Give a brief summary of your policy or service

· Aims

· Objectives

· Links to other policies, including partners, national or regional
	This Guidance aims to outline the expectations of NHS Barnsley Clinical Commissioning Group in relation to the dress and appearance of employees. The Guidance will be implemented to ensure that a professional and positive corporate image is portrayed at all times. It should be read in conjunction with other relevant policies including Acceptable Standards of Behaviour and Equality, Diversity, & Dignity at Work.


Identifying impact:

· Positive Impact: 
will actively promote or improve equality of opportunity;

· Neutral Impact:  
where there are no notable consequences for any group;

· Negative Impact:
negative or adverse impact causes disadvantage or exclusion. If such an impact is identified, the EIA should ensure, that as far as possible, it is either justified, eliminated, minimised or counter balanced by other measures. This may result in a ‘full’ EIA process.

	2. Gathering of Information 

This is the core of the analysis; what information do you have that might impact on protected groups, with consideration of the General Equality Duty. 

	(Please complete

each area)
	What key impact have you identified?
	For impact identified (either positive 

or negative) give details below: 

	
	Positive

Impact 
	Neutral

impact
	Negative

impact
	How does this impact and what action, if any, do you need to take to address these issues?
	What difference will this make?

	Human rights
	☐
	☒
	☐
	
	

	Age
	☐
	☒
	☐
	
	

	Carers
	☐
	☒
	☐
	
	

	Disability
	☐
	☒
	☐
	
	

	Sex
	☐
	☒
	☐
	
	

	Race
	☐
	☒
	☐
	
	

	Religion or belief
	☐
	☒
	☐
	Additional Consideration will be given where garments are worn in relation to cultural or religious belief.
	Actions will be revised accordingly to accommodate these instances whilst still remaining in adherence with Health and Safety legislation and guidance.

	Sexual orientation
	☐
	☒
	☐
	
	

	Gender reassignment
	☐
	☒
	☐
	
	

	Pregnancy and maternity
	☐
	☒
	☐
	Additional consideration will be given where items are work during pregnancy.
	Action will be revised accordingly to accommodate where necessary for comfort during pregnancy.

	Marriage and civil partnership (only eliminating discrimination)
	☐
	☒
	☐
	
	

	Other relevant groups
	☐
	☒
	☐
	
	

	HR Policies only:

Part or Fixed term staff 
	☐
	☒
	☐
	
	


IMPORTANT NOTE:  If any of the above results in ‘negative’ impact, a ‘full’ EIA which covers a more in depth analysis on areas/groups impacted must be considered and may need to be carried out. 

Having detailed the actions you need to take please transfer them to onto the action plan below.

	3. Action plan

	Issues/impact identified
	Actions required
	How will you measure impact/progress
	Timescale
	Officer responsible

	A need to ensure that guidance is applied on a fair basis but that where appropriate consideration is given to mitigating circumstances which will instigate a revised approach. 
	Ensure awareness of Diversity and importance of recognising and respecting where difference in approach is required. 
	Review of action taken annually
	Ongoing
	HR Business Partner

	
	
	
	
	

	
	
	
	
	


	4. Monitoring, Review and Publication

	When will the proposal be reviewed and by whom?
	Lead / Reviewing  Officer:
	HR Manager / Head of Assurance
	Date of next Review:
	April 2018


Once completed, this form must be emailed to Elaine Barnes, Equality Manager for sign off: elaine.barnes3@nhs.net.

	Elaine Barnes signature:
	Elaine Barnes, Equality & Diversity Manager, 9th May 2016
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