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Equality & Diversity Annual Update 
 
 

1. Purpose of Paper 

   

1.1. To brief the Board on the development of the Trust’s E&D Agenda, outcomes of the 

WRES and plans for future Diversity developments in the Trust. 

   

2. Introduction 

 

2.1. The Equality & Diversity Committee meets bi-monthly and has two fully functional 

groups: MEGA (Minority Ethnic Group for All) and BREXIT Group (for all European 

Staff or staff who are concerned about Brexit) and is developing another two groups 

on Disability and LGBT (Lesbian, Gay, Bisexual and Transgender) to provide 

support for all minority constituencies in the Trust. 

 

2.2. The Hospital also has a duty to gather data and implement the Workforce Race 

Equality Standards (WRES) which is focused on BAME staff. From the data 

gathered and analysis for 2015/2016 an action plan was put forward and 

implemented by MEGA. This year we have compared data from the 2015/2016 and 

2016/2017 and the action plan developed last year and have developed a forward 

action plan for the year ahead that is focussed on what this data tells us and the 

broader concerns of the E&D Committee to support diversity. 

 

3. WRES 

  

3.1. 2016 Highlights: 

o 1% improvement on the collection of staff ethnicity data since last year. 

The implementation of TRAC (online recruitment system) has helped with 

improvement of data collected as well as the scheduled data cleanse. 

 

o Significant reduction in the likelihood of BAME staff entering the 

disciplinary process. 

 

o Slight improvement in BAME representation at Bands 8a and 8b in the 

last 12 months, however this is not represented at the higher grades with 

there being either no change or deterioration of the figures. 

 

o Although BAME staff still report higher levels of harassment, bullying and 

abuse from patients than non BAME staff, there was a significant 

decrease to this pattern. 

 

o BAME staff continue to be less likely than White British staff to be 

shortlisted and/or appointed to roles with the Trust across all grades. 

 

o  Slight improvement from the previous year for both BAME and White 

British Staff on “believing that the Trust provides equal opportunities for 

career progression or promotion”. 



 

o There was no BAME representation on the Board. 

 

3.2. 2017 Highlights 

o Improvement in the recruitment of BAME staff into clinical roles Bands 2, 

5 & 6 

 

o An increase of BAME Staff that believes that the Trust has a commitment 

to equal opportunities by 1% 

 

o There is now BAME representation at Board level via a NED. 

 

o More BAME staff have accessed non-mandatory training, however the 

disparity between BAME and White British Staff has increased. 

 

o Percentage of BAME staff experiencing discrimination from colleagues 

and managers have increased from 15% to 18% 

 

4. Action Plan 

 

4.1. The 2016 Action plan had 27 points summarised at Annex A, attached.  

 

 

5. Development of the 2016 Action Plan 

 

5.1. To enable the Trust to prioritise the 27  items of the 2016 action plan, the E&D 

Committee created three subgroups that worked with MEGA on recurrent themes 

and focused on these as priorities: 

o Harassment & Bullying 

o Glass Ceiling Phenomenon 

o Racial Discrimination 

 

5.2. Tackling Harassment & Bullying (action points 22, 15 & 16) – the resulting action is 

that the group formulated a ‘Dignity at Work’ Policy ready for release across the 

Trust. 

 

5.3. For patients, information will be provided in the Patient Induction Pack to send a 

positive message to all patients, encouraging them to treat staff with respect 

regardless of race or gender; this will be reinforced by a zero tolerance approach 

(action points 21& 18). 

 

5.4. Annual data cleanse and update carried out by our Workforce Information team on a 

regular basis (action points 1, 3 & 17). 

 

5.5. Creation of MEGA subgroups (action point 4, 5, 6, 8, 9, 20, 23 & 24) working with an 

external Diversity consultant, Tony Lingiah.  

 



5.6. New training developed for managers including unconscious bias (via the Managers 

Toolkit). This will also be a feature in the new Trust Corporate Induction programme 

(action point 7). 

 

5.7. Survey results were cascaded down to all lines and action plans were put in place 

with the support of HRBPs (action point 13). 

 

5.8. Ulysses being used to record all incidents, including harm from patients (action point 

19). 

 

6. Analysis 

 

6.1 Progress has been made in the past 12 months with focused work on the three 

themes, providing granular evidence of staff concerns and in developing 

interventions to address them. 

 

6.2 However, the rate of progress has been slow. The desire to have these initiatives 

staff led by MEGA means pace is dictated by the energy, commitment and time 

available by MEGA members. Shikoh Khan (as MEGA Chair) has led this work in 

an exemplary manner, utilising paid release by the Trust alongside more limited 

release for three other MEGA activists.  

 

6.3 Plan to accelerate the pace of work are set out below. 

 

 

7. 2017/18 Action Plan 

 

The 2017/2018 Action Plan has been developed building on the targeted approach 

of last year, and has nine key actions, as follows:   

 

o Conduct an awareness campaign around discrimination, using the four 

subgroups of the E&D Committee to engage with staff for wider participation. 

 

o A ‘listening post’ should be established within the Trust to offer initial support 

and to direct individuals to appropriate personnel/department for ongoing 

support. Details of how this will operate will be agreed at the next meeting of 

the E&D Committee. 

 

o  Establish a framework for mentoring opportunities to BAME employees to 

focus on resilience, personal growth, assertiveness and integration. 

 

o Establish an informal buddying system where BAME staff will feel comfortable 

raising issues or just looking for further support. 

 

o All operational managers to be made aware via training of the need to 

confront racial intolerance and create a climate supportive of diversity. 

 



o Establish an external network of E&D counterparts where information and 

best practice can be shared/gathered for improvement of the overall 

workforce. 

 

o Work with the recruitment team to improve processes and procedures in order 

to increase BAME intake on staff numbers. 

 

o Establish disability and LGBT forums to identify the needs of those staff 

groups, and provide appropriate support.  

 

o Development and rollout of a Cultural Competency Toolkit as part of the 

Trust’s Cultural Week in early October 2017. 

 

8. Resources  

 

8.1. Staff 

As the Board will be aware, the Trust has not had a discreet resource working on 

the staff diversity agenda in the recent past, as it has been an add-on to the work of 

an HRBP. I am pleased to inform the Board that an appointment has been made to 

the new post of Assistant Director of Workforce (Staff Development), which will 

have a lead role for carrying forward the staff diversity agenda, supporting the work 

of the E&D Committee, the subgroups and the action plan described above. This 

appointment is key in developing the work of MEGA and the other staff groups who 

support this agenda. 

 

8.2. MEGA 

Shikoh Khan has left the Trust but expressions of interest are being sought for a 

replacement. To speed up the pace of work, MEGA have agreed to shift their role 

from hands on implementation to providing advice and direction, with the diversity 

consultant leading work until the Assistant Director is in post.  

 

8.3. E&D Committee 

The Committee has been chaired by myself up to now. To help provide a more 

independent and objective approach in the future, Rita Harris has kindly agreed to 

assume the role as a NED from late 2017.  

 

9. Recommendation 

 

The Board are asked to:  

1. Note progress on the implementation of the 2016/17 diversity action plan. 

2. Approve the proposed action plan for 2017/18 based on the latest WRES data. 

3. Note the appointment of the Assistant Director of Workforce.  

 

 

Kelvin Cheatle 

Director of Workforce & OD 

  



Equality & Diversity Annual Update – Annex A  
2016 Action Plan 

 
 
 

1. Annual Data cleanse of staff data held on ESR around all protected characteristics.  
 

2. Produce leaflet for staff explaining why we capture equality monitoring information 
and its importance. 

 
3. Explore opportunities to regularly update and maintain accurate equality monitoring 

information for staff  
 

4. Engage with the Trust’s E&D Committee to identify potential barriers to the 
progression of BAME staff past Band 7 and to identify appropriate mechanisms by 
which the Trust can identify and develop BAME staff with potential  

 
5. Identify ways in which the Trust can increase participation of BAME staff in the 

available programmes to give those BAME staff with talent and potential the tools 
they need to move into senior leadership roles.  Audit undertaken on who has not 
accessed core management programmes and results considered.  

 
6. In line with the recruitment strategy, review the development opportunities available 

to BAME staff (both formal and informal) which would support promotion and career 
progression into senior roles.  Undertake equality analysis of the processes in place 
by which these opportunities are accessed and consider potential barriers to equality 
of opportunity in the talent pipeline for senior roles between different staff groups.  

 
7. Ensure "unconscious bias" is included as a component of training for managers who 

participate in recruitment and selection and appraisal.  Incorporate information on 
unconscious bias in the manager's training programmes and toolkits.  

 
8. Review the standard shortlisting process and matrix to be used for all recruitment 

processes to ensure that shortlisting is undertaken on the basis of objective criteria 
based on the requirements of the role.  Ensure all recruitment episodes have 
completed shortlisting following the standard process prior to interview. 

 
9. Review interview training provided for recruiting managers to raise awareness of 

equality and diversity issues. Ensure "unconscious bias" is included as a component 
of the training. 

 
10. Undertake random sample audit of recruitment processes to enable identification of 

and action to address areas of poor practice. 
 

11. Ensure information is included on job advertisements and other recruitment 
documentation to encourage applicants from underrepresented groups to apply and 
to disclose their equality data in confidence by emphasizing the need for us to use 
the information to ensure that the Trust is treating people fairly. 

 
12. . Ensure improvements in recruitment and selection processes are communicated to 

staff to ensure that they are aware of the Trust's aims to make selection a fairer 
processes. 

 
13. Review the responses to the staff survey question relating to whether the Trust acts 

fairly in relation to career progression and promotion in more detail on an annual 



basis to establish what changes take place over time.  Ensure this forms part of the 
discussions with Service Lines as part of the analysis work and is discussed at the 
MEGA Steering group. 

 
14. Continue the review of detailed HR information about Employee Relations 

periodically with the E&D Committee to enable identification of and action to address 
areas of concern. 

 
15.   Undertake a review of the disciplinary policy and guidance to ensure that there is 

clear guidance on addressing issues at an early, informal stage where possible and 
appropriate. 

 
16. Publicize the disciplinary policy and Standards of Code of Conduct to further ensure 

staff are aware of the expectations of them in terms of conduct and that they 
understand the potential consequences of failure to comply. 

 
17. Review the mechanism to record all learning, education and development (CPD, 

Trust Training Funds, Bands 1 -4, nursing training) to ensure all relevant information 
is being recorded accurately, monitored regularly and ensure staff and managers are 
aware of the importance of recording what non-mandatory training / CPD is accessed 
by staff locally.  Also to look at including recording non-mandatory training/CPD that 
is requested but not approved. 

 
18. A refreshed communications campaign to all service users and visitors to the Trust 

regarding the Trust's zero tolerance approach to bullying, harassment, abuse and 
violence. 

 
19. Review mechanisms available to staff to report incidents to ensure that these are 

easy to access, quick and simple to use and that appropriate responses are received 
by staff who report to ensure that they are aware of the action taken.  Publicise these 
to encourage staff to report issues. 

 
20. Undertake analysis of the results, past and present, of this key finding to diagnose 

the causes of the differences in experiences for White and BAME staff.  After 
diagnosis, identify any actions required then plan, deliver and monitor these. 

 
21. Undertake refreshed communications campaign to staff regarding bullying and 

unacceptable behaviours, re-emphasising the zero tolerance approach 
 

22. Promotion of the Grievance, Harassment & Bullying HR training sessions for 
managers to ensure higher uptake and to support increase in awareness that sets 
out the Trust's expectations regarding acceptable behaviours and incorporates an 
element of assertiveness and/or resilience training to give staff some tools and to 
help them feel more confident in addressing or reporting behaviours which make 
them uncomfortable. 

 
23. Undertake engagement work with staff through the MEGA Steering Group to improve 

the Trust's understanding of staff perceptions about fairness and equal opportunities 
in career progression and promotion. This should identify why BAME staff are more 
likely to feel that there is a lack of equality of opportunity and result in appropriate 
action to improve the position. 

 
24. Undertake engagement work with staff through the MEGA Steering Group to gather 

better quality information on the types and sources of discrimination experienced by 
staff that may not have been reported formally, but experienced.  This data should be 



included in a report to the E&D Committee and appropriate actions agreed to 
address discriminatory practices and behaviour and improve the experiences of staff 
in the workplace as well as address any issues around reporting of such incidents. 

 
25. Ensure if external agencies are used to source candidates for Executive Director 

roles, that contracts include requirements relating to equality and diversity which go 
beyond the statutory minimum. Require agencies to source candidates in a way that 
encourages applications from as diverse a pool of talent as possible which 
demonstrates the Trust's commitment to diversity and inclusion. 

 
26. Ensure that the process for appointment of Non-Executive Directors encourages 

diverse applicants and that those involved in the selection process have received 
appropriate training in equality and diversity in conjunction with NHS Improvement. 

 
27. Gather the relevant data on the composition of the Trust Governors to establish 

whether they are broadly representative of the local population served and identify 
actions which are required to ensure this is the case. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



2017/18 Action Plan – Progress 
 

 

Action Group Action Plan Progress Date for 

completion 

RAG 

Glass Ceiling  -  Framework for 

Mentoring 

Opportunities 

1. Awareness campaign for 

the group has started 

2. Group has already 

identified 3 senior members 

of the staff that are willing 

to participate of the 

programme   

 

Dec 17 More awareness 

campaign has to 

happen and 

programme must 

be embedded 

within the Trust 

Bullying & 

Harassment 

 - Listening post 1. To be discussed on the 

next E&D Meeting 

 

Dec 17 Booked for 

discussion 

03.10.17 

Bullying & 

Harassment and 

Glass Ceiling 

 - Informal 

buddying system 

1. Plans ready to 

implement 

Mar 18 To create 

awareness 

campaign and 

embed in the 

Trust 

Racial 

Discrimination 

- Awareness 

Campaign  

1. Global emails; 

2. Black history month – 

October 2017 

3. Raising the profile of the 

subgroup by word of mouth 

Oct 17 Awareness 

campaign has 

started and will 

be intensified on 

the month of 

October 2017  

 

Racial 

discrimination 

 - Involve 

operational 

managers on 

confronting racial 

discrimination 

1. Discussions have not 

started yet 

Jun 18 Training for 

managers to be 

discussed, 

created and 

delivered. 

Awareness 

campaign to be 

formulated. 

Group to be 

formed. 

Racial 

discrimination 

 - Initially an 

action from this 

group, however 

it involves all 

groups 

1. HR support have started 

reaching out to other 

organizations 

2. Conference with Yvonne 

Coghill on the 1st Nov. the 

Trust is inviting neighboring 

organizations to attend the 

talk and for network 

Nov 17 In progress 

Glass Ceiling  - Work with 

recruitment team 

1. Initial discussion started 

within the group 

Nov 17 In progress 



to improve forms 

and procedures 

2.  Forms have been 

amended by members of 

the group but more work 

needs to happen 

3. Organize meeting with 

recruitment team 

E&D Committee  - Establish 

Disability group  

1. Global emails have been 

sent 

2. Interested staff have 

responded back 

3. No chair identified yet 

Oct 17 More awareness 

campaign is 

needed and 

targeted audience 

needs to be 

identified 

E&D Committee  - Establish 

LGBT Group 

1. Global emails have been 

drafted 

2. Chair identified 

Oct 17 Awareness 

campaign about 

to be launched. 

Initial meeting to 

happen mid oct 

MEGA  - Development 

and roll out 

Cultural 

Competency 

toolkit 

1. DRAFT approved by 

MEGA and Director of 

workforce 

2. Comms engaged on the 

launch 

3. Plan for distribution and 

awareness in place 

Oct 17 To be launched 

during the 

Cultural week and 

be available 

online only, 

initially, and on 

hard copies in 

every ward by 

Feb 18 

 


