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Summary 

This policy sets out the arrangements the Trust has in place to assist managers to manage 
close personal relationships in the workplace. 
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Data Protection Act 2018 (General Data Protection Regulation – GDPR) Legislation 

The Trust has a duty under the Data Protection Act 2018 and General Data Protection 
Regulations 2016/679 to ensure that there is a valid legal basis to process personal and 
sensitive data. The legal basis for processing must be identified and documented before 
the processing begins. In many cases we may need consent; this must be explicit, 
informed, and documented. We cannot rely on opt out, it must be opt in. 

Data Protection Act 2018 and General Data Protection Regulations 2016/679 is applicable 
to all staff; this includes those working as contractors and providers of services. 

For more information about your obligations under the Data Protection Act 2018 and 
General Data Protection Regulations 2016/679 please see the Information Use Framework 
Policy or contact the Information Governance Team  

Royal Cornwall Hospital Trust rch-tr.infogov@nhs.net 
 

mailto:rch-tr.infogov@nhs.net
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1. Introduction 

1.1. The Trust recognises that a significant proportion of close personal 
relationships/friendships are formed at work. 

1.2. Situations arise where partners, spouses, parents, children, grandparents, 
siblings or other relatives or close personal friends may be employed in the 
same department or areas of the Trust. 

1.3. Staff members may sometimes be in existing personal relationships with 
prospective staff members, contractors, suppliers, and service users. 

1.4. The Trust has no objection to staff members forming personal relationships with 
other members of staff or employing other family members. However, it must 
ensure that its business decisions are based on objective and relevant criteria; 
that they are made with integrity and that no subjective or irrelevant factors are 
considered. The Trust expects that no favoritism is shown in business 
management of staff or clinical decisions. 

1.5. The Trust has a legitimate right to protect the interest of the organisation, 
patients/service users and other staff members and to take action when close 
personal relationships have the potential to or do impact upon the Trust’s 
services. 

1.6. As such, the Trust has put the following principles and processes in place to 
ensure that, where relationships exist, there is no possibility of favoritism or a 
lack of professionalism or probity within the working environment and that all 
actions are open and transparent. 

1.7. However, employment legislation should be adhered to at all times and there 
should be no discrimination against partners, close friends or relatives when 
being considered for employment, promotion or training. 

1.8. This version supersedes any previous versions of this document. 

2. Purpose of this Policy/Procedure  

2.1. The purpose of the policy is to set out the procedures for line managers, staff 
members and workers to follow when managing close personal relationships in 
the workplace. 

2.2. It aims to: 

• Assist managers in dealing sensitively, but effectively, with situations 
where staff members have or form a close relationship/friendship with 
someone with whom they work in order to avoid any possible conflict of 
interest or accusation of bias, favoritism or prejudice 

• Ensure that all staff members feel confident of fair treatment without fear 
that a close personal relationship/friendship will influence this or other staff 
members’ treatment or broader working relationships 
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• Ensure that staff members are not involved in any recruitment where they 
are a relative or partner of, or have a close personal relationship with, the 
individual being considered for appointment 

• Ensure staff members are not involved in decisions relating to employee 
relations procedures e.g., disciplinary, performance, grievance, promotion 
or pay adjustments and signing expenses for any other staff member 
where there is a close personal relationship 

• Prevent the development of situations where other staff members feel 
unable to speak openly and honestly in the presence of one partner in a 
relationship 

• Avoid the potential for the collusive abuse of patients or staff 

• Avoid any potential deterioration in an individual’s job performance 
resulting from relationship breakdown at work 

• Avoid any adverse impact on staff or patients resulting from a potentially 
divisive situation 

3. Scope 

3.1. This policy applies to all employees of the Royal Cornwall Hospitals NHS Trust. 
This policy also applies to contractors, bank/ locum workers, volunteers, agency 
staff and those who may hold an honorary contract with the Trust and staff from 
other organisations working within the premises providing services to the Trust. 

3.2. This policy also applies to job applicants in the recruitment process. 

4. Definitions / Glossary 

4.1. Relationships, for the purpose of this policy are deemed to include: 

• Staff members who are married, in a civil partnership or co-habiting 
partners 

• Immediate family members e.g., parent, son/daughter, sibling, 
grandparent/grandchild or who act as such e.g., stepparent, step-children 

• Extended family such as aunts, uncles, cousins, nieces, nephews and in-
laws 

• Close friendships and personal relationships including those formed 
through outside organisations/groups. 

• A close relationship can also be with an existing or prospective staff 
member, a volunteer, a contractor or supplier, a non-executive director, 
carer, a service user such as a young person or vulnerable adult client 
whom a staff member meets as a result of their employment 
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4.2. Nolan Principles of Public Life 

The Seven Principles of Public Life, also known as the Nolan Principles after 
the committee's first chairman outline the ethical standards those working in the 
public sector are expected to adhere to. The principles are Selflessness, 
Integrity, Objectivity, Accountability, Openness, Honesty and Leadership. 

5. Ownership and Responsibilities 

5.1. Role of the Chief Board member 

Executive Board members are responsible for: 

• Overseeing the policy and ensuring that appropriate processes and 
actions are in place to address any professional or personal relationships 
which may compromise the integrity of the Trust 

• Acting as role models at all times 

5.2. Role of the Chief People Officer 

The Chief People Officer is responsible for the correct implementation of the 
policy and its regular review. 

5.3. Role of the Local Counter Fraud Specialist 

The Counter Fraud Specialist is responsible for providing advice and guidance 
and investigating any concerns about potential or actual breaches of this policy 
where fraud, bribery and/or corruption may have occurred. 

5.4. Role of Care Group Managers/Clinical Directors/Heads of 
Nursing and AHPs 

Care Group Managers/Clinical Directors/Heads of Nursing and AHPs are 
responsible for ensuring all staff members are aware of the policy and their 
responsibilities under it. 

5.5. Role of Line Managers 

Line managers are responsible for: 

• Ensuring they are familiar with this policy and procedures contained 
within it 

• Dealing promptly and sensitively with issues involving close personal 
relationships at work 

• Making active and objective decisions which must be recorded to avoid 
and minimise the possibility or perception of favouritism, lack of 
professionalism or lack of integrity 

  

https://www.gov.uk/government/publications/the-7-principles-of-public-life
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• Conducting matters involving close personal relationships at work in a 
consistent, fair and reasonable manner, maintaining confidentiality where 
possible. Where practical arrangements necessitate the need for sharing 
information the individuals will be informed of this prior to the information 
being shared 

• Declaring any relationships formed with the individuals mentioned above 
in Section 4 

• Not providing official organisational referees for any staff member with 
whom they have a close personal relationship 

• Ensuring staff are aware of and understand the policy 

• Informing the Human Resources Practitioner/People Partner of any 
changes in staff arrangements which result from the implementation of 
this policy 

• Ensuring they comply with all the requirements of the policy, dealing with 
any matter requiring formal disciplinary action in accordance with the 
Trust’s Disciplinary Policy and Procedure 

5.6. Role of HR Practitioners/People Partner Team 

HR practitioners are responsible for advising managers on any queries relating 
to the implementation of this policy 

5.7. Role of Staff Members 

Staff members are responsible for: 

• Familiarising themselves with the content of this policy, speaking to their 
line manager if they are unsure of any aspect of their responsibilities 

• Declaring the existence of close personal relationships or when they 
develop, as required under this policy, to their relevant manager or next in 
line relevant senior manager 

• Taking active steps that are reasonable and practical to ensure that any 
close relationships at work do not interfere with or prejudice their 
judgement 

• Behaving in a professional manner, respecting all Trust policies and 
confidentiality requirements regarding information one individual in a 
relationship may be party to but not the other 

• Their own conduct and ensuring there are no adverse impacts on their 
duties and responsibilities or the work of their functioning team, for 
example: 

❖ Neglecting work 
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❖ Communicating confidential information to each other which is not 
associated with their employment 

❖ Not communicating with each other as a result of a disagreement 
or the breakdown of the relationship and ensuring no acts that 
could be interpreted as arguments occur at work 

❖ Communicating in a way with each other that excludes others 

❖ Inflexibility in working arrangements: this may be of particular 
importance within small teams where cover is already difficult 

6. Standards and Practice 

6.1. General Principles 

6.1.1. Although the existence of a personal relationship between members of 
staff does not constitute a bar to the employment or promotion of 
either party, staff must declare to their line manager or equivalent any 
personal relationships which may give rise to a conflict of interest or 
potential breach of confidentiality. 

6.1.2. Where close relationships exist or develop, staff must not work in the 
same department or team without a disclosure to the appropriate 
manager. It may be necessary to alter working arrangements if there 
is risk of a health and safety issue, conflict/breach of confidentiality or 
unfair advantage. A risk assessment will be carried out and 
redeployment may ensue. Please see section 6.8 for further details. 

6.1.3. Staff who are involved in relationships with work colleagues do need 
to be aware at all times of their behaviour towards each other 
particularly in the work environment. This is to prevent any potential 
/apparent embarrassment to their colleagues and also to maintain a 
professional image with patients and staff with whom they have 
contact. 

6.1.4. The staff members should ensure that their relationship does not bring 
the reputation of the Trust into disrepute, e.g., deliberately damaging a 
former partner’s property, acting in a way that is unprofessional or 
unlawful on social media or any other behaviour that could lead to 
prosecution by the police. 

6.2. Recruitment and Selection 

6.2.1. Job applicants, including internal applicants, are required to declare 
any relationships with existing Trust staff members on their job 
application form. 
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6.2.2. If the staff member is involved in a recruitment and selection process 
and realises that there is an application from someone with whom 
they have a relationship as defined in Section 4, they must declare an 
interest to their line manager and withdraw from the process. Failure 
to declare any interests may result in disciplinary action and may be 
referred to the Trust’s Counter Fraud Officer. 

6.2.3. Similarly, a staff member who has a relationship with another should 
not act as a referee for that person for either internal or external 
positions. 

6.2.4. Where an applicant, if appointed, would work in the same team as the 
staff member with whom they have a close relationship/friendship, the 
implications of this must be considered and discussed during the 
selection process. This is to ensure that, assuming they are otherwise 
the most suitable candidate for the role, the appointment would also 
be appropriate taking into account operational issues and standards. 

6.2.5. The type of issues that must be explored include: 

• General operational issues relating to shift or working patterns, 
annual leave requirements, etc. The applicant would need to 
be clear as to the operational requirements of the role which 
may involve different shift patterns or working times to their 
partner and no guarantee that leave could always be 
authorised to coincide 

• More specific operational issues e.g., in relation to finance, 
payroll and procurement roles and responsibilities within a job 
which are governed by standing financial instructions 

• Potential conflict of interest and confidentiality issues including 
impact on employee relations within the team 

6.3. Job Evaluation/Promotion/Pay 

6.3.1. Staff members must not be involved in the authorisation or evaluation 
of a job description for another staff member with whom they have a 
close personal relationship and must declare any such interest 
immediately if they are approached to participate in the job evaluation 
process for the role. 

6.3.2. Neither should they be involved in any decisions relating to the 
promotion or pay of another staff member with whom they have a 
close personal relationship. 

6.3.3. Failure to declare an interest may result in action being taken under 
the Trust’s Disciplinary Policy and Procedure and the Trust’s Counter 
Fraud Policy. 

  

http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10163119
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10138508
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10138508
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6.4. People Experience Issues (e.g., Disciplinary, Resolution and 
Performance Support Processes) 

6.4.1. Staff members must not be (save potentially as a witness with the 
caveat of impartiality) involved in any employee relations processes 
involving an individual staff member in the workplace with whom they 
have a close relationship. 

6.4.2. Staff should declare potential conflict of interest as soon as they are 
approached to participate in such a proceeding as either, for example, 
a witness or investigating officer. A failure to do so may result in 
action being taken under the Trust’s Disciplinary Policy and 
Procedure and the Trust’s Counter Fraud Policy. 

6.4.3. It may be appropriate to consider temporary redeployment when one 
staff member in a relationship is subject to investigation. This is to 
ensure a fair and thorough investigation is possible and provide 
protection from false accusations that the investigation may be being 
impeded. 

6.5. Line Management 

6.5.1. Staff members who have close personal relationships/friendships 
must not work in a direct reporting relationship. Under no 
circumstances will the direct reporting line management 
arrangements continue, and alternative management arrangements 
will be explored. 

6.5.2. This is because of the potential conflict of interest which could cause 
significant problems with staff management processes (e.g., 
appraisal, resolution, discipline etc.) by creating the potential for 
claims of favoritism or unequal treatment both positive and negative. 

6.5.3. Staff members who have a close personal relationship/friendship 
must not work in the same management chain without making a 
disclosure to the appropriate manager. 

6.5.4. Consideration will be given to indirect line management arrangements 
and the impact on the employment relationship. Each case will be 
judged on its own merits. 

6.6. Personal Relationships with Contractors 

6.6.1. As required by the Standing Orders and Standing Financial 
Instructions Scheme of Reservation and Delegation and Conflict of 
Interests Policy, no favoritism should be shown in the tendering 
process to businesses run by or employing friends, partners or 
relatives. If a staff member is asked to participate in the tendering 
process, for example by providing expert advice, they should declare 
any such relationships. 

  

http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10163119
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10163119
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10138508
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10206276
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10206276
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10240087
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10240087
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6.6.2. A close personal relationship between a staff member and a 
contractor is not acceptable if it involves: 

• An abuse of a staff member’s position of trust 

• A breach of the standards of propriety expected in the post 

• A compromise of professional standards 

• A conflict of interest 

6.7. Personal Relationships with Patients/Service Users 

6.7.1. Members of staff must not engage in personal relationships with 
patients/service users whom they meet as a result of their 
employment. If this type of relationship develops the situation can be 
regarded as: 

• An abuse of the staff member’s position of trust 

• A breach of the standards of propriety expected in the post 

• A compromise of professional standards/code of conduct and 
as such must be reported to the Care Group Manager/Clinical 
Director or Head of Nursing and AHPs for a recommendation 
on further action. Advice from the safeguarding team may be 
needed if safeguarding procedures are compromised 

• A breach of the contract of employment 

6.7.2. In cases where a close friend, partner/spouse or relative is or 
becomes a service user/patient, it is the responsibility of the staff 
member to inform their line manager at the earliest opportunity that 
such a relationship exists. It may be appropriate for the service 
user/patient to be treated by another clinician or team or, in the case 
of an inpatient admission, for the member of staff to be moved to 
another area for the duration of the service user’s/patient’s treatment. 
However, this situation may be unavoidable e.g., where the clinician is 
the sole member of staff on call or the sole practitioner on site able to 
provide the treatment required, as is sometimes the case at West 
Cornwall and St Michael’s Hospitals. The line manager will discuss 
the situation with the staff member and agree an appropriate course 
of action. 

6.7.3. Staff members must not access the service user/patient record of 
close friends, partner/spouses or relatives. Any attempt to do so will 
be classified as non-authorised access to clinical records and 
considered a breach of Trust policy which could result in dismissal in 
accordance with the Trust’s Disciplinary Policy and Procedure. 

  

http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10163119
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6.8. Managing a Personal Relationship with Adversely Affects the 
Workplace 

6.8.1. Personal relationships which cause issues of concern in the 
workplace should, wherever possible, be addressed and resolved 
informally. 

6.8.2. Issues should be dealt with promptly and sensitively by the relevant 
manager and not be allowed to continue unchecked. 

6.8.3. Where action is necessary, consideration should be given to re-
arrangement of the work or working patterns if this is a viable first 
option. 

6.8.4. Where a close personal relationship has been identified as adversely 
affecting the workplace (normally as the result of complaint, specific 
documented incidents or formal investigation such as under the 
disciplinary or grievance procedures) then options for resolution may 
include the re-redeployment of one or both staff members depending 
on the extent to which the functioning of the team has been affected. 

6.8.5. When considering a move to a different team, department or location, 
no assumptions should be made on gender, status/grade etc. as to 
who might be the most appropriate staff member to move. Care must 
be taken to avoid discrimination and ensure the views of the 
individuals involved are taken into account, balancing this with the 
needs of the service and the issues that present themselves. 

6.8.6. If agreement cannot be reached between both staff members as to 
which should be re-deployed, for example where a relationship has 
broken down, then the Trust will make that decision based on the best 
interest of the service, patient care and relative impact upon each 
staff member. 

6.8.7. Where investigation has clearly identified a particular loss of trust from 
the team in one staff member then the Trust will act in accordance 
with that finding and redeploy that staff member in the interests of the 
team. 

6.8.8. Consideration should also be given to the use of mediation if 
appropriate to the circumstances. Advice can be sought through the 
People Partner Team. 

6.9. Raising Concerns 

6.9.1. A staff member who feels that the close personal relationship of other 
team members or colleagues is adversely affecting their employment, 
the functioning of the team or the provision of services, is encouraged 
to share their concerns at the earliest opportunity with their line 
manager or more senior manager. 
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6.9.2. Where a staff member is not comfortable with either of these options, 
they may consider raising their concerns under the Trust’s Freedom 
to Speak Up Policy or Counter Fraud Policy. This also applies to staff 
members in a close personal relationship who feel they are being 
disadvantaged because of their relationship. 

6.10. Breaches of Policy 

6.10.1. Alleged breaches of this policy will be investigated under the 
appropriate Trust policy. 

6.10.2. Staff members who feel aggrieved about their treatment have the 
right of appeal against any action taken under this policy using the 
Trust’s Resolution Policy. 

7. Dissemination and Implementation 

7.1. A copy of the policy will be stored electronically in the HR section of the Trust’s 
document library on the Internet/Intranet site. 

7.2. A copy of the policy will be circulated to HR Practitioners, including the 
Recruitment Department, to enable them to support the implementation of the 
policy. 

7.3. A clear communication will be sent to managers to make them aware that the 
policy has been issued and that they are responsible for cascading the 
information to their staff members, including staff members who do not have 
regular access to e-mail. 

  

http://doclibrary-rcht-intranet.cornwall.nhs.uk/DocumentsLibrary/RoyalCornwallHospitalsTrust/ChiefExecutive/CorporateServices/FreedomToSpeakUpRaisingConcernsPolicy.pdf
http://doclibrary-rcht-intranet.cornwall.nhs.uk/DocumentsLibrary/RoyalCornwallHospitalsTrust/ChiefExecutive/CorporateServices/FreedomToSpeakUpRaisingConcernsPolicy.pdf
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10138508
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10163221
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8. Monitoring compliance and effectiveness 

Information 
Category 

Detail of process and methodology for monitoring 
compliance 

Element to be 
monitored 

• Any grievances raised regarding the adverse effects of a 
personal relationship at work 

• Any Freedom to Speak Up Concerns raised regarding the 
adverse effects of a personal relationship at work 

Lead Associate Director of People Services 

Tool Employee Relations Case Log 

Frequency Annually 

Reporting 
arrangements 

HR senior management meetings and through meetings with Care 
Group General managers and escalated to the POD (People and 
Organisational Development) committee when appropriate 

Acting on 
recommendations 
and Lead(s) 

The Chief People Officer (or nominated deputy) will be responsible 
for ensuring that appropriate recommendations for changes in 
practice are acted upon within a reasonable timescale 

Change in practice 
and lessons to be 
shared 

• Required changes to practice will be identified and actioned 
within six months 

• A lead member of the team will be identified to take each 
change forward where appropriate 

• Lessons will be shared with all the relevant stakeholders, 
including JCNC – Joint Consultancy Negotiation Committee 

9. Updating and Review 

9.1. The policy will be reviewed every three years or earlier in view of any 
developments which take place that may include legislative changes, national 
policy instruction (NHS or Department of Health), Trust Board decision, or 
request by either party. 

9.2. Revisions can be made ahead of the review date when the procedural document 
requires updating. Where the revisions are significant and the overall policy is 
changed, the author should ensure the revised document is taken through the 
standard consultation, approval and dissemination processes.  

9.3. Where the revisions are minor, e.g., amended job titles or changes in the 
organisational structure, approval can be sought from the Executive Director 
responsible for signatory approval, and can be re-published accordingly without 
having gone through the full consultation and ratification process.  

9.4. Any revision activity is to be recorded in the Version Control Table as part of the 
document control process. 
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10. Equality and Diversity  

10.1. This document complies with the Royal Cornwall Hospitals NHS Trust service 
Equality and Diversity statement which can be found in the 'Equality, Diversity 
and Inclusion Policy' or the Equality and Diversity website. 

10.2. Royal Cornwall Hospital NHS Trust is committed to a Policy of Equal 
Opportunities in employment.  The aim of this policy is to ensure that no job 
applicant or employee receives less favourable treatment because of their race, 
colour, nationality, ethnic or national origin, or on the grounds of their age, 
gender, gender reassignment, marital status, domestic circumstances, disability, 
HIV status, sexual orientation, religion, belief, political affiliation or trade union 
membership, social or employment status or is disadvantaged by conditions or 
requirements which are not justified by the job to be done. This policy concerns 
all aspects of employment for existing staff and potential employees. 

10.3. Equality Impact Assessment 

The Initial Equality Impact Assessment Screening Form is at Appendix 2. 

http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10268876
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10268876
http://intranet-rcht.cornwall.nhs.uk/shelf/equality-and-diversity/
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Appendix 1. Governance Information 

Information Category Detailed Information 

Document Title: Personal Relationships at Work Policy V2.0 

This document replaces (exact 
title of previous version): 

Personal Relationships at Work Policy V1.0 

Date Issued/Approved: March 2023 

Date Valid From: March 2023 

Date Valid To: March 2026 

Directorate / Department 
responsible (author/owner): 

Human Resources 

Contact details: rch-tr.humanresources@nhs.net 

Brief summary of contents: 

The purpose of the policy is to set out guidance for 
line managers, staff members and workers to follow 
when managing close personal relationships in the 
workplace 

Suggested Keywords: Personal relationship, family, spouse, partner, friend 

Target Audience: 

RCHT:  Yes 

CFT: No 

CIOS ICB:  No 

Executive Director responsible 
for Policy: 

Chief People Officer 

Approval route for consultation 
and ratification: 

• POD – People and Organisational 
Development 

• JCNC – Joint Consultative Negotiation 
Committee 

• JLNC – Joint Local Negotiation Committee 

General Manager confirming 
approval processes: 

Associate Director of People Services 

Name of Governance Lead 
confirming approval by 
specialty and care group 
management meetings: 

Nicole Steinkruger, People, Policy, Risk and 
Governance Manager 

mailto:rch-tr.humanresources@nhs.net
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Information Category Detailed Information 

Links to key external standards: Data Protection Act 2018 

Related Documents: 

▪ Additional Employment Policy 

▪ Annual Leave Policy 

▪ Gifts, Hospitality, Sponsorship and Declaration of 
Interest Policy 

▪ Countering Fraud and Corruption against the 
National Health Service (NHS) Policy 

▪ Disciplinary Policy and Procedure 

▪ Resolution Policy and Procedure 

▪ Performance Support Policy and Procedure 

▪ Equality, Diversity and Inclusion Policy 

▪ Information Use Policy 

▪ IT Security Policy 

▪ Personal Files Policy and Procedure  

▪ Recruitment Policy 

▪ Standing Orders and Standing Financial 
Instructions Scheme of Reservation and 
Delegation 

Training Need Identified? No 

Publication Location (refer to 
Policy on Policies – Approvals 
and Ratification): 

Internet and Intranet 

Document Library Folder/Sub 
Folder: 

Human Resources 

 

  

http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10140188
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10240087
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10240087
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10138508
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10138508
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10163119
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10163221
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10163220
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10268876
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10206276
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10206276
http://doclibrary-rcht-intranet.cornwall.nhs.uk/GET/d10206276
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Version Control Table  

Date 
Version 
Number 

Summary of Changes 
Changes Made 
by 

June 2019 V1.0 Initial issue 
Helen Strickland 
HR Policies and 
Projects 

March 2023 V2.0 

• Transferred to Trust approved 
template 

• Change to job titles i.e.: Chief People 
Officer, People Partner Team, 
Associate Director People Services 

• Change to Policy and Procedure 
titles, Performance Support 
(replacing Capability), Resolution 
(replacing Grievance) 

• Revised the wording of scope to 
ensure honorary and service 
providers such as contractors are 
included 

• Included role of Counter Fraud 
Specialist for implementation of 
Policy 

• Inclusion of links to FTSU and 
Counter Fraud Trust contacts  

• Reassessment of EIA 

Nicole 
Steinkruger, 
People Risk, 
Policies and 
Governance 
Manager 

All or part of this document can be released under the Freedom of Information Act 

2000 

This document is to be retained for 10 years from the date of expiry. 

This document is only valid on the day of printing 

Controlled Document 

This document has been created following the Royal Cornwall Hospitals NHS Trust 

Policy for the Development and Management of Knowledge, Procedural and Web 

Documents (The Policy on Policies). It should not be altered in any way without the 

express permission of the author or their Line Manager. 
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Appendix 2. Equality Impact Assessment 

Section 1: Equality Impact Assessment (EIA) Form  

The EIA process allows the Trust to identify where a policy or service may have a negative 
impact on an individual or particular group of people. 

For guidance please refer to the Equality Impact Assessment Policy (available from the 
document library) or contact the Equality, Diversity and Inclusion Team 
rcht.inclusion@nhs.net  
 

Information Category Detailed Information 

Name of the strategy / policy / proposal / 
service function to be assessed: 

Personal Relationships at Work Policy V2.0 

Directorate and service area: Human Resources 

Is this a new or existing Policy? Existing 

Name of individual completing EIA 
(Should be completed by an individual with 
a good understanding of the Service/Policy): 

Nicole Steinkruger 

Contact details: 01872 252649 

 

Information Category Detailed Information 

1. Policy Aim - Who is the 
Policy aimed at? 

(The Policy is the 
Strategy, Policy, 
Proposal or Service 
Change to be assessed) 

Staff members in close relationships 

2. Policy Objectives The purpose of the policy is to set out the procedures for line 
managers, staff members and workers to follow when 
managing close personal relationships in the workplace 

3. Policy Intended 
Outcomes 

• Where relationships exist, to ensure that Trust 
business decisions are based on objective and 
relevant criteria; that they are made with integrity and 
that no subjective or irrelevant factors are taken into 
account 

• The Trust expects that no favouritism is shown in 
business management of staff or clinical decisions 

4. How will you measure 
each outcome? 

Please see Section 8 of the policy 

mailto:rcht.inclusion@nhs.net
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Information Category Detailed Information 

5. Who is intended to 
benefit from the policy? 

Staff, patients, managers 

6a. Who did you consult 
with? 

(Please select Yes or No 
for each category) 

• Workforce:  Yes 

• Patients/ visitors: No 

• Local groups/ system partners: No 

• External organisations: No 

• Other: No 

6b. Please list the 
individuals/groups who 
have been consulted 
about this policy. 

Please record specific names of individuals/ groups: 

JCNC – Joint Consultancy and Negotiation Committee 

6c. What was the outcome 
of the consultation?  

No issues raised 

6d. Have you used any of 
the following to assist 
your assessment? 

National or local statistics, audits, activity reports, 
process maps, complaints, staff or patient surveys: 

No 

 

7. The Impact 

Following consultation with key groups, has a negative impact been identified for any 
protected characteristic? Please note that a rationale is required for each one. 
 
Where a negative impact is identified without rationale, the key groups will need to be 
consulted again. 

 

Protected Characteristic (Yes or No) Rationale 

Age Yes 

The Trust employs a higher proportion of 
female members of staff, although male 
members of staff occupy more senior 
positions. This could potentially lead to a 
higher proportion of female members of 
staff being moved when redeployment is 
required. However, provision for this is 
made in the policy which states no 
assumptions should be made on gender, 
status/grade etc as to who might be the 
most appropriate staff member to move. 
Care must be taken to avoid discrimination 
and ensure the needs of the service are 
balanced against the issues that present 
themselves. 
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Protected Characteristic (Yes or No) Rationale 

Sex (male or female)  No  

Gender reassignment 
(Transgender, non-binary, 
gender fluid etc.) 

No  

Race No  

Disability (e.g. physical or 
cognitive impairment, mental 
health, long term conditions 
etc.) 

No  

Religion or belief No  

Marriage and civil 
partnership 

Yes 

Staff involved in a close personal 
relationship are able to work for the Trust 
but cannot work in a direct reporting 
relationship. Consideration will be given to 
indirect line management arrangements 
and the impact on the employment 
relationship. Each case will be judged on 
its merit. 

Pregnancy and maternity No  

Sexual orientation (e.g. gay, 
straight, bisexual, lesbian etc.) 

No  

A robust rationale must be in place for all protected characteristics. If a negative 
impact has been identified, please complete section 2. If no negative impact has been 
identified and if this is not a major service change, you can end the assessment here. 

I am confident that section 2 of this EIA does not need completing as there are no 
highlighted risks of negative impact occurring because of this policy. 

Name of person confirming result of initial impact assessment: Nicole Steinkruger 

If a negative impact has been identified above OR this is a major service change, 
you will need to complete section 2 of the EIA form available here: 
Section 2. Full Equality Analysis 

http://doclibrary-rcht-intranet.cornwall.nhs.uk/DocumentsLibrary/RoyalCornwallHospitalsTrust/ChiefExecutive/Templates/Section2FullEqualityAnalysis.docx

