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1. Introduction 
 

The following report analyses the workforce at Kingston Hospital NHS Trust over the financial 
year 2014-15 to demonstrate compliance with the Equality Act 2010, and specifically the public 
sector Equality Duty.  
The Equality Duty requires organisations to consider all individuals when carrying out their day 
to day work, in developing policy, and in delivering services. It requires them to publish 
relevant, proportionate information to ensure there is no discrimination. The Act aims to protect 
people from discrimination on the basis of nine protected characteristics which are as follows: 

 

 Gender 

 Ethnicity 

 Age  

 Disability 

 Sexual Orientation 

 Religious Belief 

 Marital Status 

 Maternity & Pregnancy 

 Gender re-assignment. 
 

The report also includes Workforce Race Equality Standard Template recently completed for 
the Trust (Appendix 1). 
 

2. Our Aspirations for Equality & Diversity 
 

Mandates, legal or otherwise, are the first steps towards creating diversity; however, they are 
insufficient to effectively manage organisational diversity and sustain it. It is not enough just to 
open the gates of opportunity. Everyone, irrespective of social group and background, must 
have the ability to walk through those gates. Our aim is to create diversity, manage 
organisational diversity and sustain it.  This is because diversity enhances creativity, enables 
innovation and improves patient care. 

 
Managing diversity is a core principle within our workforce activities and we recognise that 
everyone is different and we value the unique contribution that individual experience, 
knowledge and skills can make in achieving our goals at all levels in the Trust.  

 
We want our NHS services to be fair, accessible and appropriate for our patients, their carers’ 
and visitors, and we wish to demonstrate the strides we are making not only to embed equality 
within our world class care values but also equity.  
 

In the last year we have seen some key developments relating to our Equality & Diversity 
agenda. The following have been key priority areas: 

 

 We have reviewed the governance arrangements for the Equality & Diversity Committee 
which places its accountability to the Workforce Committee. The Equality & Diversity 
Committee now oversees the Trust’s strategic agenda in terms of equality, diversity and 
human rights issues taking account of changing legislation, best practice evidence and 
patients and staff feedback as well as agreeing an annual work schedule/plan and the 
objectives.  This committee now has non-executive director representation in the form of 
the Chairman as well as representation from the local community.   
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 Partnering with Stonewall in order to implement their Diversity Champions Programme as 
well as the development of BME, Disability and Faith networks in order to ensure that they 
are engaged and any issues are addressed. 

 

 The Trust publishes annual employment and service information, thereby demonstrating 
compliance with the Public Sector Equality Duty. Full reports regarding equality and 
diversity at the Trust can be found on the Equality and Diversity page on the Trust’s 
website. We are also working with Roger Kline in order to understand data on BME staff 
and develop initiatives to tackle identified inequalities 

 

 The Trust continues to be compliant with its commitments as a Positive about Disabled 
People symbol user. The Trust has successfully hosted ‘Project Search’ which is an 
employment focused education programme, designed to give students with learning 
difficulties or autistic spectrum disability the opportunity to learn more about the world of 
work, develop employability skills and to experience real life work placements.  This is a 
multi-agency partnership bringing together the Hospital, Richmond College, Remploy and 
other local government agencies to support students to gain paid employment, either 
during or at the end of the project year.   

 
3. Executive Summary 
 

o This year’s employment monitoring show no major changes in the overall 
composition of the Trust’s workforce. 

 
o Overall the composition of Female employees employed in Band 8a and above has 

increased year on year despite this pay groups recording a high percentage of 
males. 

 
o The percentage of employees choosing not to declare their disability (11.6%), sexual 

orientation (18.6%) and religious belief (18.6%) has decreased this year and 
improvement has been made on our data quality in all these characteristics.  

 
o In relation to sexual orientation there is a high percentage of non-disclosure at Band 

7’s (22%), Band 3’s (21%) and Band 4’s (22%).  Our next validation exercise will 
need to focus on the high areas of non-disclosure in these bands as well as closer 
work with Stonewall. 

 
o The percentage of White employees has decreased to by 0.2% to 67.3% this year. 

However, the number of staff that have not stated their ethnicity has increased by 
0.2%.  The percentage of BME staff remains the same as last year at 30.7%. BME 
staff are well-represented compared to the profile of the communities we serve.  
However, the ethnic origin of our staff, disaggregated by banding has changed little 
in the last couple of years. Whilst the Trust can show good representation in our 
workforce as a whole there is still further work to be done to attract BME staff across 
the range of job opportunities and in particular into senior roles.  The highest 
percentages of White employees are within the higher bands; Band 7 (85%) and 
Band 8a and above (83%). In comparison the BME employees are highest in pay 
band 2 (40%), band 5 (34%) and band 1 (33%). 
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o The WRES report (Appendix 1) highlights that BME staff report a significantly higher 
level of harassment, bullying or abuse by other staff. The Trust will be working with 
BME staff network to address the imbalance here. The Trust will be introducing 
regular pulse surveys to measure staff experience on a daily basis and will 
anonymously contact all BME staff to get feedback on bullying and harassment. 

 
o This year sees a rise in the number of employees where marital status is unknown. 

The new Joining documentation for New Starters needs to be reviewed to ensure we 
are capturing this data for all new employees. For those staff where their marital 
status is unknown employees need to be asked to re-submit their response to this 
category. 

 
o The percentage of Employee Relations cases for BME staff is 5% higher than the 

staff in post profile. Some further work on examining each Employee Relations 
category by ethnicity and analysing whether this varies significantly by service line 
and professional group will take place. The Equality and Diversity Committee will 
work with the BME forum to develop an Action plan to address this issue. 

 

 
4. The Profile of our Workforce – Staff in Post 

 
The Trust employed 2,431.64 WTE (2,719 heads) substantively as at 31st March 2015. The 
majority of staff work across 22 Service Lines grouped into 3 divisions, the largest service 
line being Maternity (13% of staff in post) and 7 corporate areas. 31% of the employees at 
the Trust have part time hours and the largest percentage of staff fall within the Qualified 
Nursing staff group (32%). 19% of the Trust are within pay band 5 and 18% pay band 2. 
The borough of Kingston-upon-Thames recorded 74% of its population as White in the 
2011 census. The Trust is more ethnically diverse recording 67.3% in the same category. 

 
4.1 Gender 

 

 
 

The Trust employees a predominantly female workforce (78%). Trend data shows that 
there is no change in the overall gender profile of the staff over the past three years. The 
Maternity (99%), Pharmacy (92%) & Paediatrics & NNU (89%) Service Lines record the 
highest percentage of females. Conversely the highest percentages of males are within the 
Sterile Services (46%), Finance (46%) and Commercial (41%) Service Lines and corporate 
areas. 
 

Gender Female Male

Trend

2011/12 79% 21%

2012/13 78% 22%

2013/14 78% 22%

2014/15 78% 22%
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The chart above shows gender by pay band. The highest percentage of male staff are with 
pay bands 1 (26%), 2 (24%) and 8a and above (21%). Outside of AfC bands Doctors 
consistently record the highest percentage of male staff 45%; this has been consistent for 
the past few years also. When analysing the male composition of pay bands 8a and above 
individually the Very Senior Managers pay band (57%) and Band 8c (42%) are high. 
Conversely Bands 8a (15%) and Band 8b (19%) are lower. Overall the composition of 
Female employees employed in Band 8a and above has increased year on year despite 
this pay groups recording a high percentage of males. 
 
 

4.2 Ethnicity 
 

 
 

The percentage of employees from a White background has decreased again this year to 
67.3%, 7% lower than the population in the Kingston-upon-Thames borough (74%). The 
percentage of BME staff remains the same as last year at 30.7%. The largest BME group is 
currently Asian/Asian British (14.4%) recording a small rise each year and the smallest 
BME group is Chinese (1.3%). There has been an increase in the percentage of employees 
from a black background since 2012/13.  
All employees of the Trust have an ethnicity recorded for them, although 2% have been 
recorded as Not stated, this is a steady rise year on year. Some of these employees have 
chosen not to declare an ethnicity and some have just not stated it when recruited. 
The Service Lines with a high percentage of BME employees are Ophthalmology (52%), 
Respiratory (52%) and Intensive Care (48%). The high percentages of White employees 
are within the Maternity (86%), Human Resources (81%) and GUM (81%). 
 

Ethnicity White Mixed Asian Black Chinese Any Other Not 

Stated

BME

Trend

2011/12 68.9% 2.4% 14.0% 9.2% 1.4% 2.5% 1.5% 29.5%

2012/13 67.9% 2.7% 14.3% 9.1% 1.4% 3.0% 1.7% 30.4%

2013/14 67.5% 2.9% 14.3% 9.5% 1.3% 2.7% 1.8% 30.7%

2014/15 67.3% 2.8% 14.4% 9.5% 1.3% 2.8% 2.0% 30.7%
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The chart above shows ethnicity by staff group. The highest percentage of BME is with the 
Healthcare Assistants (43%) and Medical and Dental (40%) staff groups. In the Healthcare 
Assistant staff group there were 61 leavers 47% of these (29 leavers) were from a BME 
background, the majority of which were from a Black background (19 leavers). These staff 
were from the Elderly Care (6 leavers) and Trauma & Orthopaedics (4 leavers) service line. 
The highest percentage of staff from a White background is within Clinical Support and 
Allied Health Professions, both 74% respectively. 
Overall BME employee numbers have increased in the Admin & Estates, Healthcare 
Assistants and Qualified Allied Health Professions. This financial year the percentage of 
BME qualified nurses has decreased by 3% to 29%. 
 

 
 

The chart above shows ethnicity by pay band. The highest percentages of White 
employees are within the higher bands; Band 7 (85%) and Band 8a and above (83%). In 
comparison the BME employees are highest in pay band 2 (40%), band 5 (34%) and band 
1 (33%). 
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There is a good ethnic mix for the higher pay bands in Finance (42%), Histopathology 
(33%), Pharmacy (33%), Commercial (27%), Ophthalmology (25%), Oral & ENT (25%) and 
Respiratory (25%).  The table below shows the Service lines and Corporate Areas with poor 
ethnic mix for pay band 7 and above. 
 

 
 
Elderly Care, Gastroenterology & Endoscopy & Trauma & Orthopaedics have no staff from 
a BME background in Band 7 and above. 
 

4.3 Age 
 

 
 

48.1% of employees in the Trust are under the age of 40, this has been consistently rising 
year on year. There has been an increase the percentage of employees in their 20s 

Service Line B7 B8a B8b B8c B8d 9 VSM Total 

White 7       4       -   -   - - -   11    

BME 2       -   -   -   - - -   2      15%

13    

White 26     8       1       3       1     1     1       41    

BME 4       2       -   -   - - -   6      13%

47    

White 4       2       1       -   - - -   7      

BME 1       -   -   -   - - -   1      13%

8      

White 6       1       -   -   - - -   7      

BME -   -   1       -   - - -   1      13%

8      

White -   4       3       1       - - 5       13    

BME -   1       -   -   - - 1       2      13%

15    

White 36     3       1       -   1     - -   41    

BME 5       1       -   -   - - -   6      12%

47    

White 5       3       -   -   - - -   8      

BME -   1       -   -   - - -   1      11%

9      

White 6       2       1       -   1     - -   10    

BME -   1       -   -   - - -   1      9%

11    

White 7       3       1       -   - - -   11    

BME 1       -   -   -   - - -   1      8%

12    

White 10     1       -   -   - - -   11    

BME 1       -   -   -   - - -   1      8%

12    

White 11     3       1       14    

BME 1       -   -   -   - - -   1      7%

15    

White 22     7       3       1       - - -   33    

BME 2       -   -   -   - - -   2      6%

35    

White 13     4       1       -   - - -   18    

BME -   1       -   -   - - -   1      5%

19    

Specialist Outpatients

Therapies

Operations

Paediatrics & NNU

Human Resources

Intensive Care

Maternity

General Surgery & Urology

GUM

Gynaecology & Breast

A&E and AAU

Cardiology

Corporate Affairs

Age Under 20 20s 30s 40s 50s 60s 70s Under 40

Trend

2011/12 0.1% 19.1% 28.3% 25.3% 20.3% 6.8% 0.1% 47.5%

2012/13 0.04% 19.2% 27.4% 25.8% 19.8% 7.6% 0.2% 46.7%

2013/14 0.5% 20.7% 26.4% 25.6% 19.8% 6.9% 0.2% 47.6%

2014/15 0.4% 22.7% 25.0% 25.7% 19.8% 6.2% 0.2% 48.1%
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gradually year on year and a downturn of employees in their 30s. The percentage of staff in 
their 60s has decreased this year. When analysing the leavers 58 were over the age of 60 
and 78% of these (45 leavers) were due to retirement. 
The high percentage of employees under the age of 40 is within the Respiratory (77%), 
Paediatrics & NNU (76%) and Oral & ENT (71%) Service Lines. The Service lines with a 
high percentage of over 60s are Sterile Services (15%), Imaging (14%) and Finance (14%). 
 

 
 
The chart above shows age by staff group. The highest percentage of staff over 60 is within 
the Admin & Estates staff group (13%). Conversely the highest percentage of staff under 
40 is within the Allied Health Professions group (60%). There is a fair mix of ages across all 
the staff groups. Band 4 records the highest percentage of over 60s (13%) and Band 5 
records the highest percentage of under 40s (64%).  
 

4.4 Disability 

 
 
Only 1.7% of the workforce has declared themselves to have disability (46 employees). 
This has remained the same as last year, when there was a slight rise. The percentage of 
staff recording No disability is increasing year on year. Some of this is to do with the fact 
the number of staff not declaring this category is decreasing and we are improving our data 
quality. All employees at the Trust have a disability recorded for them. 
11 of the Service Lines and Corporate areas don’t record anyone who has registered a 
disability. The high percentage of employees choosing not to declare their disability is 
within the following Service Lines: Sterile Services (35%) Trauma & Orthopaedics (22%) 
Histopathology (20%), Imaging (16%) and Maternity (16%). 

Disability No Yes Not 

Declared

not 

collected

Trend

2011/12 79.8% 1.6% 18.2% 0.3%

2012/13 80.9% 1.5% 17.5% -             

2013/14 86.4% 1.7% 11.9% -             

2014/15 86.7% 1.7% 11.6% -             
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The chart above shows disability by staff group. All staff groups, with the exception of 
Qualified Scientific and Technical, have employees who have declared themselves to have 
a disability. The Medical & Dental staff group has the highest percentage of staff choosing 
not declaring their disability (14%). Some work on improving the response rate needs to 
take place. This work can begin in August with the new Junior Doctor Rotation programme 
means we have a new intake of junior doctors and these can be targeted. 
 

4.5 Sexual Orientation 
 

 
 

 
79.6% of employees are heterosexual and all employees in the Trust have declared a 
sexual orientation, a rise year on year. Trend data shows a continuous improvement in 
data collection for staff choosing not to declare their sexuality, down by 8% over the past 
four years. Percentages are low in categories Gay, Lesbian & Bi-sexual but there are 
employees who have declared in all of these categories over the years. 

Sexual 

Orientation

Bi-Sexual Gay Heterosexual Lesbian Not 

declared

not 

collected

Trend

2011/12 0.6% 0.8% 70.7% 0.5% 27.4% 0.04%

2012/13 0.5% 1.1% 73.3% 0.5% 24.6% -             

2013/14 0.5% 0.9% 77.7% 0.6% 20.4% -             

2014/15 0.4% 0.9% 79.6% 0.6% 18.6% -             
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The chart above show sexual orientation by pay band. The majority of the pay bands 
record employees declaring for every category. The highest percentage of heterosexual 
employees are within Band 1 (100%) and Band 8a and above (83%). For the next 
validation exercise the Trust undertakes need to focus on the high areas of non-disclosure 
this is currently Band 7’s (22%), Band 3’s (21%) and Band 4’s (22%). 
 
 

4.6 Religious Belief 
 

 
 

 
For employees declaring their religious belief the highest percentage is Christianity (55.4%) 
and the lowest Jainism (0.1%). This pattern has been fairly constant over the past few 
years. There is a continuous rise in employee declaring their religious belief as Atheism, 
Hinduism and Sikhism. Again the improvement in data quality shows a downturn of staff 
choosing not to declare their religious belief. 
 

 

Religious 

Belief

Atheism Buddhism Christianity Hinduism Islam Jainism Judaism Sikhism Other Not 

Declared

Trend

2011/12 8.1% 0.3% 51.0% 4.4% 3.6% 0.04% 0.3% 0.7% 5.7% 25.8%

2012/13 9.0% 0.6% 52.3% 4.9% 3.6% 0.03% 0.2% 0.7% 5.7% 23.0%

2013/14 9.5% 0.5% 54.5% 4.9% 3.7% 0.1% 0.4% 0.8% 6.1% 19.3%

2014/15 10.2% 0.5% 55.4% 5.0% 3.3% 0.1% 0.3% 1.0% 5.7% 18.6%
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The chart above show religious belief by staff group. Every staff group has a mix of across 
the all religions. The highest percentage of Christian staff falls with the qualified nursing 
group (64%). The Technicians staff group records the highest percentage of Atheist (11%) 
as well as the highest percentage of staff choosing not to declare their religion (23%).  
 

4.7 Marital Status 
 

 
 

 
The percentage of Married staff has decreased each year and is now 47.9% of the staff 
composition. The percentage of Single employees has, however, increased to 42.1%. 
These two categories together cover almost the whole of the staff in post profile (90%). 
There is a rise in employees with civil partnerships and a decrease on those who are 
widowed and divorced. The number of staff where we don’t know their marital status has 
increased this year and these staff will need to be targeted in our next validation exercise 
as well as ensuring that this data is captured when employees are recruited. 
 

Martial 

Status

Civil 

Partnership

Divorced Separated Married Single Widowed Unknown

Trend

2011/12 0.7% 6.3% 1.8% 50.1% 39.6% 1.3% 0.1%

2012/13 0.8% 6.3% 1.6% 49.0% 41.1% 1.1% 0.04%

2013/14 0.8% 6.2% 1.8% 48.8% 41.3% 1.0% 0.2%

2014/15 0.9% 5.8% 1.5% 47.9% 42.1% 0.6% 1.1%
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The chart above shows marital status by staff group. The Healthcare Assistants staff group 
records the highest number of Single staff (49%) and the Qualified Scientific & Technical 
records the highest number of Married employee (62%).  
 

4.8 Maternity & Pregnancy 
 

 
 

The number of female employee taking Maternity leave has risen this year to 75, which 
represents 3.5% of the female workforce. The Maternity Service Line records the highest 
number of women taking leave (27%) followed by Elderly Care (8%) and the highest 
percentage of the women were qualified nurses (45%). Although the majority of the women 
on leave are in their 30’s (68%) 10% were in their 40s this year.  
Maternity leave was taken across all the pay bands 31% being band 5’s and 10% in band 
8a and above. The average length of time the female employees were off remains at 9 
months, which has been consistent over the past few years. 

 
 

4.9 Gender re-assignment. 
The Trust has traditionally not held data on gender re-assignment; however, in 2013/14 our 
validation exercise asked this question of all our employees. During this exercise no 
employees declaring this characteristic.   
 
 
 

 

Maternity 

Leave

Trend

2011/12 78

2012/13 72

2013/14 69

2014/15 75
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5. Employment Practice 
 

5.1 Employee Relations 
There were 265 cases this financial year, including formal cases. The highest case load 
was for Qualified Nurses (38%) and the highest percentage of cases by pay band was for 
band 6’s (24%). 
 
▪ 82% of these cases were for female employees. 
▪ 62% of the cases were for employees from a White background. 36% were from a BME 
background 5% higher than the staff in post profile.  
▪ The highest percentage of BME cases was from within the Qualified Allied Health 
Professions staff group (64%) although the numbers of cases are relatively small here and 
so there is a disproportionate effect. There was also a high percentage of BME cases 
recorded from the Qualified Nursing staff group (43%). 
▪ The highest percentage of BME cases were within Band 5 (48%) and Band 6 (44%). 
▪ Employees in their 20s record the highest caseload (25%) followed by those in their 50s 
(24%). 
▪ The Admin & Estates staff group recorded the highest case load for staff over 60 (11%) 
and 60% of the cases were for staff under the age of 40 in pay band 5. 
▪ 4% of the cases were for employees who declare themselves to have a disability. 
▪ 76% of the cases were for heterosexual staff and 23% for staff choosing not to declare 
their sexual orientation leaving only 1% from the other 3 categories of gay, Lesbian & Bi-
sexual. This is commensurate with the staff in post profile. 
▪ 57% of the cases were for employees with a religious belief of Christianity, 18% for staff 
choosing not to disclose and 9% were Atheists. Again this is comparable to the staff in post 
profile. 
▪ 51% of the cases were for single employees and 37% for those that were married, 
 
 
 

5.2 Staff Appraisals 
 
 
▪ 82% of staff that received an appraisal were female employees. 
▪ 72% were from a White background and 26% from a BME background.  This is not 
consistent with our staff profile 
▪ 27% of those appraised were in their 40’s and 23% in their 30s and 50s respectively. This 
is commensurate with the staff in post profile. 
▪ 2% declared themselves to have a disability 
▪ 77% were heterosexual and staff from all other sexual orientation categories was 
appraised in line with the staff in post profile. 
▪ 57% of appraises declared their Religious belief to be Christianity, 9% Atheism and 20% 
has chosen not to declare. 
▪ 49% were Married and 40% Single. 
 

5.3 Staff Survey 2014 
 
850 staff were selected as a random sample and sent the annual staff survey this year. 
Unfortunately we had a low return rate of only 45%. 
 
▪79% of those selected were female employees. 
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▪ 69% were from a White background and 29% from a BME background. 
▪ The highest age band represented was for employees in their 50s (42%) 
▪ 59% declared their religious belief to be Christianity. 
 

5.4 Promotions 
 
There were 147 promotions within the Trust this year. These were as follows: 
 
 

 
▪ 28% of the promotions were staff with part time hours. 
▪ 83% of the promotions were for female employees. 
▪ 69% were for staff from a White background and 29% for staff with a BME background. 
None of the staff promoted beyond a Band 7 were from a BME background. 
▪ the age bracket with the highest percentage of promotions was the 20s (30%). Put 
promotions spanned across all the age bands even up the 1 in their 70s. 
▪ 1% of the employees promoted considered themselves to have a disability. 
▪ Promotions occurred for staff in all sexual orientation categories, the majority of which 
were heterosexual 80%, but this is commensurate with the staff in post profile. 
▪ 59% of promotions were for staff declaring their religious belief to be Christianity. 
▪ 52% were Single and 40% were married. 
 

 
5.5 Starters 

There were 830 new starters in the Trust this financial year. The highest percentage after 
Medical & Dental (30%) was in the Nursing Assistants (22%) and Admin & Estates staff 
groups. 
 
▪ 26% of the starters were male, a 4% increase from the staff in post profile. 
▪ 59% of were from a White background. 38% from a BME background, a 7% increase from 
the 31% staff in post composition.  
▪ 10 of the new starters did not have their Ethnicity captured on joining, but this data has 
since been captured from the employees. 
▪ The age bracket with the highest percentage of joiners was the 20s (42%). 1% of the 
joiners were over the age of 60. 
▪ 1% of the new employees declared themselves to have a disability these were 
predominately in the Clinical Support staff group. 
▪ 89% were heterosexual but there were employees from all sexual orientation categories 
represented in the new joiners this year. 
▪ 52% declared Christianity as their religious belief, 15% Atheism and 13% choose not to 
disclose their religious belief. 

Total BME % BME

Band 1 to 2 1               -       0%

Band 2 to 3 23             8          35%

Band 2 to 4 4               -       0%

Band 3 to 4 16             3          19%

Band 4 to 5 3               2          67%

Band 4 to 6 1               -       0%

Band 5 to 6 54             24        44%

Band 5 to 8a 1               -       0%

Band 6 to 7 22             5          23%

Band 6 to 8a 1               -       0%

Band 7 to 8a 18             -       0%

Band 8a to 8b 3               -       0%

147           42        29%
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▪ staff employed this year were predominately Single (60%) and 31% were married. 
 
 

5.6 Leavers 
There were 763 leavers from the Trust this financial year. The highest percentage of which 
were from the Medical & Dental Staff group (33%), but this is to be expected because of 
the Doctors in Training rotation programme. This was followed by Qualified Nursing (24%) 
and Admin & Estates staff (22%). 
 
▪ 28% of the leavers were male, 6% higher than the staff in post profile  
▪ 40% were from a BME background, 9% higher than the staff in post profile.  
▪ The highest percentage of leavers were from staff in their 20s (38%), but this is of no 
surprise as natural career progression occurs in this age bracket.  
▪ 1% of the leavers had declared a disability. 
▪ 83% were heterosexual,  
▪ 49% declared Christianity as their religious belief. 
▪ 59% were Single which is 17% higher than the staffing profile. 

 

6. Conclusion 
 

In conclusion this report gives a comprehensive look at all aspects of the workforce at Kingston 
Hospital in relation to Equality and Diversity and the nine protected characteristics. 

 
Data collection on all strands of diversity will continue to be monitored with a view to improving 
the data quality of information held so we can actively promote equality and diversity within the 
Trust. 

 
 

o The 2% of employees not stating their ethnicity need to be ask to re-submit 
their response to this category so the Trust can gain a better understanding of 
whether employees have chosen not to state their ethnicity or it is just not 
stated on their joining documentation. 
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Appendix 1:  
Workforce Race Equality Standard 
 
Name of Provider: Kingston Hospital NHS Foundation Trust 
Date of Report:      March 2015. 
Board lead:            Terry Roberts, Director of Workforce  
Lead Manager:       Mercy Ihekoronye, HR Business Partner 
 

1. Background narrative 
 
a. Any issues of completeness of data 
The 2014 staff survey was sent to a sample of 850 staff.  To produce reliable data the 
sampling methodology suggests a 60% return rate.  Unfortunately our return rate was well 
below this at 250 responses (29%) and with a very small number of BME staff (14).  
Therefore this questions the reliability and statistical significance of the results for indicators 
5, 6, 7 and 8. 
The results for 2013 are shown as a comparison and were based on a better return rate. 
 
b. Any matters relating to reliability of comparisons with previous years 

First year reporting on WRES Metrics 
 

2. Total Numbers of staff 
a. Employed within this organisation at the date of the report: 

2719 
 

b. Proportion of BME staff employed within this organisation at the date of the 
report: 
 835 (30.7%) 

 
3. Self-reporting 

a. The proportion of total staff who have self-reported their ethnicity:  
2665 out of 2719 staff (98%) have self-reported their ethnicity 
 

b. Have any steps been taken in the last reporting period to improve the level of self-
reporting by ethnicity: 
All staff were asked to update their protected characteristics. Data is also collected at 
both recruitment and at the appointment stage. 
 

c. Any steps planned during the current reporting period to improve the level of self-
reporting by ethnicity: 
Every two years a data cleansing exercise in undertaken foe staff to confirm the data 
including data on their protected characteristics (next one is due in 2016) 
 

4. Workforce Data 
a. What period does the organisation workforce date refer to: 

March 2015 
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5. Workforce Race Equality Indicators 
 

 
 

6. Are there any other factors or data which should be taken into consideration in 
assessing progress? Please bear in mind any such information, action taken and 
planned may subject to scrutiny by co-ordinating Commissioner or by regulators 
when inspecting against the “well-led domain”. 
Following the introduction of WRES in 2015, this is the first year that data has been 
available in this format. From 2016 data onwards it will be possible to fully compare each 

Indicator White BME White BME Narrative – the implications of the data and 

any additional background explanatory 

narrative

Action taken and planned including e.g. does 

the indicator link to EDS2 evidence and/or a 

corporate Equality Objective

1

Percentage of BME staff in Bands 8-9, 

VSM (including executive Board 

members and senior medical staff) 

compared with the percentage of BME 

staff in the overall workforce

83% 16% 83% 18%

At the Trust, BME staff are well-represented 

compared to the profile of the communities we 

serve.  However, the ethnic origin of our staff, 

disaggregated by banding has changed little in the 

last couple of years. The largest area of diversity 

is found at the two extremes of Band 2 and 

Medical Staffing, with Band 5 showing the next 

indication of diverse staff members. We have 

also seen in the last year representation of BME 

staff at VSM level.  Whilst the Trust can show 

good representation in our workforce as a whole 

there is still further work to be done to attract BME 

staff across the range of job opportunities and in 

particular into senior roles.

The Trust is considering how it can move to close 

this gap by focusing both on the development of 

BME staff and on internal processes, particularly 

if the data for Indicator 2 suggests less favourable 

treatment of BME staff following being shortlisted 

for a role. The Trust will be working closely with 

the newly formed BME group to determine how 

we can internally develop BME staff and ensure 

that recruitment processes do not unfairly 

disadvantage BME staff.

2

Relative likelihood of BME staff being 

appointed from shortlisting compared 

to that of White staff being appointed 

from shortlisting across all posts.

38% 

shortlisted 

compared 

to 45% 

appointed.

58% 

shortlisted 

compared 

to 33% 

appointed

Some of the recruitment monitoring data from 

NHS Jobs/TRAC suggests patterns of difference 

in the performance of ethnic groups within our 

Recruitment & Selection processes.  

The Trust's newly established BME staff network 

who will meet with senior managers/Board 

members, to help understand this data and put in 

place actions to address any imbalances. This 

will include coaching/mentoring of BME staff to 

help with their development. The Trust will also 

review  recruitment and interview processes and 

train managers accordingly.

3

Relative likelihood of BME staff entering 

the formal disciplinary process, 

compared to that of White staff entering 

the formal disciplinary process, as 

measured by entry into a formal 

disciplinary investigation*

*Note: this indicator will be based on 

data from a two year rolling average of 

the current year and the previous year.

 

2.87 

times 

greater 

than that 

of a white 

member 

of staff

It is noted that BME staff within the organisation 

tend to be concentrated within lower banded 

posts, particularly Bands 2, 5 which also needs to 

be addressed. The Trust recognises that further 

steps need to be taken to address this imbalance.

The Trust  will be undertaking further analysis to 

examine whether the patterns of disciplinary 

action analysed by ethnicity vary significantly by 

department, profession, grade  and put in place 

any appropriate action to address any 

imbalances.  The Trust will also look to determine 

whether informal sanctions are used 

disproportionately and whether any other factors 

are affecting this measure.

4

Relative likelihood of BME staff 

accessing non-mandatory training and 

CPD as compared to White staff

71% 28% 70% 29%

This data only captures inhouse training.  

Therefore, these figures do not show the full 

picture.  However, for BME staff there was a 

decrease in the number of staff accessing in 

house non mandatory training.  

The Trust will be aiming to further improve quality 

of data collected which will include more detailed 

monitoring of access to training as well as the 

proportion of BME and white staff that access 

NHS Leadership Academy courses

5

KF 18. Percentage of staff experiencing 

harassment, bullying or abuse from 

patients, relatives or the public in last 

12 months

29% 35% 26% 36%

Experience of BME and white staff were different 

with BME staff reporting significantly higher levels 

of harassment, bullying or abuse from patients 

however there was no real change to this pattern 

between 2013 and 2014 staff survey. Bullying and 

harassment is an area which the Trust is keen to 

improve on 

The Trust will be working with the BME staff 

network to address any imbalances. The Trust 

will be introducing regular pulse surveys to 

measure staff experience on a daily basis and will 

anonymously contact all BME staff to get 

feedback on bullying and harassment.

6

KF 19. Percentage of staff experiencing 

harassment, bullying or abuse from 

staff in last 12 months

29% 43% 22% 36%

BME staff reported significantly higher levels of 

harassment, bullying or abuse from other staff 

and there was a significant real change to this 

pattern between 2013 and 2014 staff survey. 

Bullying and harassment is an area which the 

Trust is keen to improve on 

The Trust will be working with the BME staff 

network to address any imbalances. The Trust 

will be introducing regular pulse surveys to 

measure staff experience on a daily basis and will 

anonymously contact all BME staff to get 

feedback on bullying and harassment.

7

KF 27. Percentage believing that trust 

provides equal opportunities for career 

progression or promotion

88% 66% 92% 60%

For BME staff there was a slight improvement 

from the previous year in comparison to white 

staff were there was a negative change

The Trust newly established BME staff network 

who will meet with senior managers/Board 

members, to help understand this data and put in 

place actions to address any imbalances. This 

will include coaching/mentoring of BME staff to 

help with their development. 

8

Q23. In the last 12 months have you 

personally experienced discrimination 

at work from any of the following? b) 

Manager/team leader or other 

colleagues

11% 30% 8% 32%

For BME staff there was a slight improvement 

from the previous year in comparison to white 

staff were there was a slight negative change 

however BME are almost three times more likely 

to experience discrimination than white staff

The Trust will be working with the BME staff 

network to address any imbalances. The Trust 

will be introducing regular pulse surveys to 

measure staff experience on a daily basis and will 

anonymously contact all BME staff to get 

feedback on bullying and harassment.

9

Boards are expected to be broadly 

representative of the population they 

serve

86% 14% 100% 0%

Although there has been improvement in this 

figure since 2014, the composition of the Trust’s 

Board is not representative of the local 

community not unlike other London Trusts. 

The Trust will be implementing succesion 

planning to include BME staff as well as coaching 

and mentoring by the Board to enable BME staff 

to obtain experience at senior manager level

not available

Data for reporting 

year

Mar-15

Data for 

previous year

Mar-14

not available
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metric. The staff survey data for 2013 and 2014 show that the responses have remained 
very similar with no significant difference between the two reporting years. 
 


