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WRES: MODEL EMPLOYER
ACTION PLAN FOR IMPROVING RACE DISPARITY RATIO

	Trust Name:
	RY2 Bridgewater Community Healthcare NHS FT
	Trust DoP&OD:
	Paula Woods
	Trust EDI lead:
	Ruth Besford

	ICS Name:
	n/a
	ICS HR Lead:
	n/a
	ICS EDI lead:
	n/a



Note: All data is taken from analysis as at 31 March 2021 or for the period 1 April 2020 to 31 March 2021

Note: All actions below are extracted from the Six Priority Areas for Equality Action Plan, see embedded document here:




Note for Trust: Is there any criteria or evidence we need to submit on the action plan? No, there is not a strict set of criteria or evidence; however, using the template action plan, the NW EDI team would like to see that you have looked at your ratios and considered factors/issues that may be contributing to this and your intentions of how you will reduce the disparity. This could look like many things e.g. talent management conversations, assessing recruitment pathways including use of EDI representative on interview panels and engaging with the BAME staff network to find out what the blockers may be. 
Actions must include timetables, deliverables and success metrics.


Throughout the action plan we use a number of definitions/acronyms, these are explained as follows:

· AfC – Agenda for Change
· DoP&OD – Director of People & Organisational Development
· EDI – Equality, Diversity and Inclusion
· ESR – Electronic Staff Record
· FTSU – Freedom To Speak Up
· HCSW – Health Care Support Worker
· HR – Human Resources
· HWB – Health and Wellbeing
· ICS – Integrated Care System
· LA = Leadership Academy
· NHSE/I – NHS England/Improvement
· RDR – Race Disparity Ratio
· RIN – Race Inclusion Network
· WRES – Workforce Race Equality Standard









	[bookmark: _Hlk75270928]Driver of Race Disparity Ratio: 1
	Actions to improve RDR
	Due by 
	Risks
	Mitigations

	Under-representation of Black, Asian, and minority ethnic staff in AfC bands 6 and 7 as a percentage of overall staffing in those pay bands. (Potential sticking point for career progression to higher bands as recruitment ‘pool’ not representative of workforce overall).

Based on overall Black, Asian and minority ethnic workforce of 5.38% (March 2021): 



Excluding Medical and Dental staff the overall workforce race representation total drops to 4.09%, representative of the higher percentage of Black, Asian and minority ethnic staff in this staff group, reflective of the NHS nationally.

Workforce data will be analysed at least annually, and targets adjusted accordingly on an upward trajectory.

	Culture:
· NHS LA Reciprocal Mentoring Programme linking executive and senior management with Black, Asian and minority ethnic staff from across the workforce in a change programme for equality and inclusion.
· Building accountability for equality and inclusion in every manager’s role.
· FTSU Champion representation
· Race at Work Charter

Modernising Recruitment:
· Review of current best practice inc. NHSE/I inclusive recruitment pilot.
· Review of HCSW apprenticeships project.
· Development of Fair Recruitment pathway.
· Developing an international recruitment programme for Bridgewater.

Identifying and Developing Talent:
· Talent Management conversations promoted to all Black, Asian, and minority ethnic staff.
· Promotion of internal stretch opportunities and external opportunities such as Stepping Up programme to all Black, Asian and minority ethnic staff.
· Engagement with Race Inclusion Network to understand barriers to career progression
	
TBC – NHS LA





31.3.22


31.8.21
30.9.21



30.9.21


30.9.21


31.12.21

31.3.22



31.7.21 & ongoing


Ongoing




Ongoing


	Failure to effectively engage.

Failure to develop and sustain a culture of inclusion.

Failure to secure a Tier 2 sponsorship licence.

Fluctuation in workforce profile due to staff changes as a result of ICS development.



	Executive sponsorship of staff networks.

Board support for Reciprocal Mentoring programme and strong project board support from across teams.

Governance structure for People Plan actions inc. People Committee and delivery pod for workforce action plans.

	[bookmark: _Hlk75449923]Model Employer Target
	Mid-Point Date
	End Date

	As at June 2021 this is a target of 6% Black, Asian and minority ethnic staff in AfC bands 6 and 7 by March 2025.
	31 March 2023
	31 March 2025



	Driver of Race Disparity Ratio: 2
	Actions taken to improve RDR
	Due by 
	Risks
	Mitigations

	Under-representation of Black, Asian, and minority ethnic staff in AfC band 8a as a percentage of overall staffing in those pay bands. 

Based on overall Black, Asian and minority ethnic workforce of 5.38% (March 2021): 




Workforce data will be analysed at least annually and targets adjusted accordingly on an upward trajectory.

	Identifying and Developing Talent:
· Succession Planning Strategy development and implementation.
· Promotion of internal stretch opportunities and external opportunities such as Stepping Up programme to all Black, Asian and minority ethnic staff.
· Engagement with Race Inclusion Network to understand barriers to career progression.

	
31.7.21 & ongoing

Ongoing




Ongoing

	Failure to effectively engage.

Failure to develop and sustain a culture of inclusion.

	Governance structure for People Plan actions inc. People Committee and delivery pod for workforce action plans.

	Model Employer Target
	Mid-Point Date
	End Date

	As at June 2021 this is a target of 6% Black, Asian and minority ethnic staff in AfC band 8a by March 2025.

Note: We are aware that in bands 8d and 9 there is also under-representation, however the very small numbers of overall staff in these pay bands make target setting problematic, this does not mean we won’t be looking at these bands too.

	31 March 2023



	31 March 2025






	Driver of Race Disparity Ratio: 3
	Actions taken to improve RDR
	Due by 
	Risks
	Mitigations

	International recruitment.

As at 31 March 2021 Bridgewater does not hold a Tier 2 sponsor licence and as such has limits in relation to overseas recruitment, programmes that other Trusts will benefit from in terms of Black, Asian and minority ethnic pool to recruit from.

Analysis of recruitment in 2020/21 shows that there is a likelihood of 2.21 of White applicants being shortlisted compared to Black, Asian and minority ethnic applicants.






	· Review of % vacancies per month for tier 2 filtering

Modernising Recruitment:
· Developing an international recruitment programme for Bridgewater.

	30.09.21


31.3.22
	Failure to secure Tier 2 sponsorship licence.
	National mandate regarding fair international recruitment and national lessons learned during Covid.

	Model Employer Target
	Mid-Point Date
	End Date

	Implementation of international recruitment programme.


	31 March 2022



	31 March 2023











	Driver of Race Disparity Ratio: 4
	Actions taken to improve RDR
	Due by 
	Risks
	Mitigations

	Under-representation of Black, Asian, Minority Ethnic Staff in some staff groups, notably Administrative Services, Additional Clinical Services, and Nursing and Midwifery – as at WRES 2021 (31 March 2021):




Note: We are aware that in some staff groups, notably Estates, Students and Healthcare Scientists there is no Black, Asian and minority ethnic representation at all, however the very small numbers of staff involved make formal target setting problematic. Students however will be considered under wider modernising recruitment and identifying and developing talent planning.

	Culture:
· Building accountability for equality and inclusion in every manager’s role.

Modernising Recruitment:
· Review of current best practice inc. NHSE/I inclusive recruitment pilot.
· Review of HCSW apprenticeships project.
· Development of Fair Recruitment pathway.

Identifying and Developing Talent:
· Talent Management conversations promoted to all Black, Asian, and minority ethnic staff.
· Engagement with Race Inclusion Network to understand barriers to career progression.
	
31.3.22




30.9.21

30.9.21

31.12.21



31.7.21 & ongoing


Ongoing


	Failure to effectively engage.

Failure to develop and sustain a culture of inclusion.

Fluctuation in workforce profile due to staff changes as a result of ICS development.

	Executive sponsorship of staff networks.

Board support for Reciprocal Mentoring programme and strong project board support from across teams.

Governance structure for People Plan actions inc. People Committee and delivery pod for workforce action plans.


	Model Employer Target
	Mid-Point Date
	End Date

	As at June 2021 this is a target of 6% Black, Asian and minority ethnic staff in Additional Clinical Services, Admin and Clerical and particularly Nursing and Midwifery staff groups.

	31 March 2023



	31 March 2025








	Driver of Race Disparity Ratio: 5
	Actions taken to improve RDR
	Due by 
	Risks
	Mitigations

	Internal Recruitment.

Analysis of internal recruitment (promotion) for 2021/22 demonstrates an under-representation of Black, Asian and minority ethnic staff, at 2.63% compared to an overall workforce representation figure of 5.38%. 




In addition, the length of service of the applicants would potentially demonstrate a blockage in internal progression that is not seen in White staff with less service.





	Culture:
· NHS LA Reciprocal Mentoring Programme linking executive and senior management with Black, Asian and minority ethnic staff from across the workforce in a change programme for equality and inclusion.
· Building accountability for equality and inclusion in every manager’s role.

Modernising Recruitment:
· Review of current best practice inc. NHSE/I inclusive recruitment pilot.
· Review of HCSW apprenticeships project.
· Development of Fair Recruitment pathway.

Identifying and Developing Talent:
· Talent Management conversations promoted to all Black, Asian, and minority ethnic staff.
· Promotion of internal stretch opportunities and external opportunities such as Stepping Up programme to all Black, Asian and minority ethnic staff.
· Engagement with Race Inclusion Network to understand barriers to career progression.

	
TBC – NHS LA





31.3.22




30.9.21

30.9.21


31.12.21


31.7.21 & ongoing


Ongoing




Ongoing
	Failure to effectively engage.

Failure to develop and sustain a culture of inclusion.

Fluctuation in workforce profile due to staff changes as a result of ICS development
	Executive sponsorship of staff networks.

Board support for Reciprocal Mentoring programme and strong project board support from across teams.

Governance structure for People Plan actions inc. People Committee and delivery pod for workforce action plans.

	Model Employer Target
	Mid-Point Date
	End Date

	As at June 2021 this is a target of 6% of Black, Asian and minority ethnic staff in annual internal promotion.
	31 March 2023

	31 March 2025




Trust Analysis – Disparity Ration
Note: The disparity ratio is the comparison between the progression ratios for white and BME staff. Progression ratios are the probability of white staff versus BME staff being promoted through the lower (band 5 and below), middle (band 6 & &7) and higher bands (8a and above). 
Position as at 31 March 2020 (WRES 2020 Submission)
	Trust Name
	Lower to Middle
	Middle to Upper
	Lower to Upper

	BRIDGEWATER COMMUNITY HEALTHCARE NHS FOUNDATION TRUST
	1.13
	2.08
	2.35



The 2020 data above shows that white staff at grades 6 & 7 (middle) are 2.08 times more likely to progress to 8a and above through the organisation compared to BME staff; and white staff are 2.35 times more likely to progress through the organisation compared to BME staff. 

Position as at 31 March 2021 (WRES 2021 Submission)
	Trust Name
	Lower to Middle
	Middle to Upper
	Lower to Upper

	BRIDGEWATER COMMUNITY HEALTHCARE NHS FOUNDATION TRUST
	1.32
	1.35
	1.78



The 2021 data shows that white staff at grades 6 & 7 (middle) are 1.35 times more likely to progress to band 8a and above compared to BAME staff; and white staff are 1.78 times more likely to progress from lower to upper bands compared to BAME staff.


WRES: Model Employer Action Plan	Version 0.2	28.06.2021
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 Action Plan for Six High Impact Areas for Equality



2021-2022





		Trust Name:

		RY2 Bridgewater Community Healthcare NHS FT

		Trust DoP&OD:

		Paula Woods

		Trust EDI lead:

		Ruth Besford



		ICS Name:

		n/a

		ICS HR Lead:

		n/a

		ICS EDI lead:

		n/a































Task 1: Review workforce to identify clearly where there is underrepresentation of BAME staff.

Task 2: Develop plan for six priority EDI areas incorporation into recruitment and promotion pathways:

Action 1: Ensure ESMs own the agenda, as part of culture changes in organisations, with improvements in BAME representation (and other under-represented groups) as part of objectives and appraisal by:

a) Setting specific KPIs and targets linked to recruitment.

b) KPIs and targets must be time limited, specific and linked to incentives or sanctions.

Action 2: Introduce a system of ‘comply or explain’ to ensure fairness during interviews:

This system includes requirements for diverse interview panels, and the presence of an equality representative who has authority to stop the selection process, if it was deemed unfair.

Action 3: Organise talent panels to:

a) Create a ‘database’ of individuals by system who are eligible for promotion and development opportunities such as Stretch and Acting Up assignments must be advertised to all staff.

b) Agree positive action approaches to filling roles for under-represented groups.

c) Set transparent minimum criteria for candidate selection into talent pools.

Action 4: Enhance EDI support available to:

a) Train organisations and HR policy teams on how to complete robust / effective Equality Impact Assessments of recruitment and promotion policies.

b) Ensure that for Bands 8a roles and above, hiring managers include requirement for candidates to demonstrate EDI work / legacy during interviews. 

Action 5: Overhaul interview processes to incorporate:

a) Training on good practice with instructions to hiring managers to ensure fair and inclusive practices are used. 

b) Ensure adoption of values based shortlisting and interview approach.

c) Consider skills-based assessment such as using scenarios.

Action 6: Adopt resources, guides and tools to help leaders and individuals have productive conversations about race.



















Task 1 - Data Review



		Action

		Who

		When

		Progress



		ESR Report Run

		Workforce

		31 March 2021

		Completed



		ESR Data Analysis 2020 - 21:

· Pay Band/Structure

· Staff Group

		EDI

		31 May 2021

		Completed 



		Leavers Data Analysis 2020 - 21

		EDI

		31 May 2021

		Completed



		Bank Staff Data Analysis

		Workforce

		30 September 2021

		



		Apprenticeships Data Analysis

		L&OD

		30 September 2021

		



		Training and Development Data Analysis

		EDI

		31 May 2021

		



		Recruitment Data Analysis:

· Internal

· External

		EDI

		31 May 2021

		Completed



		Volunteers Data Analysis

		EDI/Oldham Volunteer Co-Ordinator

		31 October 2021

		









Additional data can be found in our workforce equality reports for race (WRES), disability (WDES), and gender (Gender Pay Gap), alongside our annual Equality Delivery System (EDS2) scoring.



Our WRES: A Model Employer report sets targets and trajectories specific to representation of Black, Asian and minority ethnic staff across our workforce. A Model Employer links closely with this action plan; the actions set within this report are replicated in A Model Employer, and all data analysis for A Model Employer, including percentage representation figures and disparity in career progression ratios, have been considered in the development of this action plan looking at the six priority areas for equality and inclusion improvements.



 Please see our website for all these published reports - https://bridgewater.nhs.uk/aboutus/equalitydiversity/equalityact2010/ 



















Throughout the action plan we use a number of definitions/acronyms, these are explained as follows:



· AD:OD – Associate Director Organisational Development

· BABAH – Bridgewater Anti-Bullying and Harassment campaign

· DAWN – (Dis)Ability & Wellbeing Network

· DD:HR – Deputy Director Human Resources

· DoP&OD – Director or People & Organisational Development

· EDI – Equality, Diversity and Inclusion

· EDS2 – Equality Delivery System 2

· EMT – Executive Management Team

· EqIA – Equality Impact Assessment

· ESR – Electronic Staff Record

· FTSU – Freedom To Speak Up

· HCSW – Health Care Support Worker

· HR – Human Resources

· HWB – Health and Wellbeing

· ICS – Integrated Care System

· JD – Job Description

· KPI – Key Performance Indicator

· LA = Leadership Academy

· LGBT+ - Lesbian, Gay, Bisexual, Transgender. + represents other gender and sexual identities

· LiM – Leader in Me

· LSMS – Local Security Management Specialist

· MIAA – Mersey Internal Audit Agency

· NHSE/I – NHS England/Improvement

· OH – Occupational Health

· PDR = Personal Development Review

· POD – People Operational Delivery group

· RA – Reasonable Adjustments

· RIN – Race Inclusion Network

· VAF – Vacancy Authorisation Form

· WDES – Workforce Disability Equality Standard

· WRES – Workforce Race Equality Standard

Task 2 - Six Priority EDI Areas for Action



		Action Set 1 – Culture





		[bookmark: _Hlk74826973][bookmark: _Hlk74668036]Objective - Develop a workplace culture where equity, compassion and inclusion thrive: 



Achievements:



· A focus on fairness and learning and an absence of blame

· A culture of civility and respect

· Staff are actively listened to and involved in relevant decision making

· Staff identify self across the workforce

· Staff get the support they need for their differing needs

· Staff can bring their whole selves to work

· Staff feel valued and respected

· Staff feel they belong



		Delivery Group:



· People POD

· Reciprocal Mentoring Project Board

· BABAH Working Group

· Zero Tolerance Working Group

· Violence Prevention Working Group

· Staff Networks



Governance:



· NHS People Plan Action Plan, reported to People Committee through bi-monthly update



Links:



· NHS People Plan Action Plan – HWB Action 7

· NHS People Plan Action Plan – Flexible Working Action 9

· NHS People Plan Action Plan – EDI Action 1, 2, 3, 4, 5

· NHS People Plan Action Plan – Culture and Leadership Action 2, 8, 9, 11

· NHS Six Priority EDI Areas – Action 1,6.

· Trust Values and Strategic Objective















		Outcomes:



· WRES – Indicators 1, 3, 5, 6, 7, 8

· WDES – Indicators 1, 4, 5, 6, 7, 8, 9

· WRES: A Model Employer 

· EDS2 – Indicators 3.4, 3.6, 4.1, 4.3

· People Pulse - TBC

· NHS Staff Survey – All Themes

		



		[bookmark: _Hlk74827114]

		Action

		Who

		Timeline

(where provided)

		Progress To Date

		Rating



		1. 

		Just and Learning Culture:



· Just Culture Training to underpin and support fairness and consistency



		RC

		

		· Training programme commissioned and scheduled for August – November 2021

· Implementation plan developed 

· Trust wide promotion of principles and value in progress



		



		2. 

		Civility and Respect:



· Civility and Respect resources to promote positive behaviour

· Assimilation of a culture of Civility and Respect as the foundation for a Just Culture within the organisation



		RC

		

		· Civility and Respect framework in development with identified stakeholders with emphasis on workforce engagement

		



		3. 

		Board equality development plan:



· Formal:

· Engagement of NHS Providers to support our Board Development Programme which includes a focus on diversity

· Profiling of leadership styles and approaches, along with key leadership characteristics 

· Active Bystanders training

· Decoupling Bias training

· Getting Comfortable being Uncomfortable with Race training

· Reciprocal Mentoring, see below

· Informal:

· Staff network champions targeted learning

· Equality learn and share



		DoP&OD

AD:OD

EDI lead

		31/03/22

		· Personality Profile Questionnaires completed and analysed to further inform the Board Development Programme – Feedback session  06/2021

· Charitable funds application for race equality library approved 09/2020

· Decoupling Bias training piloted in Greater Manchester Dental teams 03/2021

· Active Bystanders training approved 06/2021

· All Staff Network champions identified 04/2021

		



		4. 

		Race At Work Charter:



· Review Trust policy and practice against criteria set out in Charter

· Publicise Trust commitment to Charter



		EDI Lead

Board

		31/08/21

		· Trust signed up to Charter in 2019

· Anti-racism statement published on Trust webpages

		



		5. 

		NHS LA Reciprocal Mentoring Programme:



· Application to programme

· Development of Project Board

· Development of recruitment plan

· Development of communications plan

· Development of partnership support plan

· Launch

· Sharing learning across ICS

· Evaluation and next steps



		Project Board

		tbc

		· Application successful 12/2020

· Establishment of a Trust Project Board

· Onboarding session 1 01/2021

· Project Board meeting 1 03/2021

· Onboarding session 2 05/2021

· Handbook received 06/2021 with notification that our 2 external supporters are being identified still

		



		6. 

		Accountability:



· Developing accountability for equality, inclusion, health and wellbeing and staff experience across all levels of line management



		DoP&OD

DD:HR

AD:OD

EDI Lead

		31/03/22

		· One of the Trust’s 5 strategic objectives clearly outlines our commitment. Board and Committee papers include these areas

· The PDR process links to the Trust’s objectives and PEOPLE values

· Board Assurance Framework – regularly reviewed at Committees and Board



		



		7. 

		Freedom to Speak Up:



· Recruit FTSU Champions from staff network members



		FTSU Lead

EDI lead

		30/09/21

		· Applications sought from RIN 2020, but no volunteers completed applications/expressed an interest

· Periodic promotions to continue

· Substantial Assurance on our approach and practices via MIAA



		



		8. 

		Harassment, bullying, violence and aggression:



· Bridgewater Anti-Bullying and Harassment Campaign (BABAH)

· Zero Tolerance Campaign – We Say No To….

· Violence Reduction and Prevention Standard



		EDI Lead

LSMS

DoP&OD

RIN

		31/12/21

		· 3 working groups established with strong inter-working relationship

· BABAH launched in 2018, refresh in 2021 using zero tolerance graphics

· Standardised graphics agreed

· November campaigns take place to link to national anti-bullying and harassment week

· RESPECT Charter

· Health & Safety Group

· Zero Tolerance Policy

· Staff Survey Indicators and action plans

· Employee Relations Report tabled at the Trust’s People Committee – includes dignity at work matters, grievances etc

· Well established incident reporting regimes



		



		9. 

		Disability/Reasonable Adjustments:



· Centralisation of RA budgets

· Development of policy and process for accessing, recording and assessing effectiveness of RA for existing staff via centralised support

· Development of policy and process for arranging RA for recruitment pathway through corporate function not recruiting manager

· Re-launch of Employee Adjustment Passport:

· HWB conversations

· Induction

· New guidance

· Transferability across ICS



		EDI Lead

HR

Finance

DAWN

		30/09/21

		· Centralisation of RA budget agreed 10/2020

· Draft policy developed, awaiting ‘request and meet’ process development

· Employee Adjustment Passport published

· HR Managers are aligned to Boroughs/Services to ensure proactive absence management and support for those who are disabled or become disabled during their employment

· Health & Wellbeing Month – 07/2021

· HWB conversations promoted, supported by training and logged formally as part of PDR compliance

· Lanyards



		



		10. 

		Staff Networks:



· Development of annual objectives and workplan

· Ongoing development of networks – embedding and maturing

· Ongoing engagement



		EDI Lead

Exec Sponsors

Board

		31/12/21 and ongoing

		· LGBT+, Race, and (Dis)Ability networks established 06 – 09/2020

· Terms of Reference for Race Inclusion Network approved and submitted to People Committee 09/2020

· Exec Sponsors volunteered and are in situ for each network



		



		11. 

		Menopause Friendly Accreditation/Culture Change:



· Implementation of delivery plan towards application for menopause friendly accreditation. Focus areas:

· Data/evidence

· Communications

· Policy and practice

· Recruitment and retention

· Inclusion groups

· Training

· Facilities

· Guidance

· Evaluation

· Sustainability planning



		EDI lead

HWB POD

		31/03/22

		· Sign up as early adopter to Menopause Friendly Employer scheme 03/2021

· Menopause Policy under development

· Menopause cafe

		



		12. 

		Rainbow Badges (staff and patients):



· Refresh of training package

· Relaunch of training

· Development of guidance and support documents

· Ongoing review of national Phase 2 changes

		EDI Lead

LGBT+ Staff Network

		31/07/21

		· Training package redeveloped and virtual session created

· First sessions set for July 2021

		







		Action Set 2 – Modernising Recruitment





		[bookmark: _Hlk74833066]Objective – Develop a Fair Recruitment pathway that supports the recruitment and retention of diverse staff that is representative of our overall workforce and the communities we serve:



Achievements:



· A change of recruitment culture

· Greater flexibility in recruitment practice while supporting NHS Employers safe recruitment standards

· Support for staff and recruiting managers

· Improved awareness of the value of diverse and inclusive recruitment and the evidenced positive impact this can have on teams and services



		Delivery Group:



· Workforce POD



Governance:



· NHS People Plan Action Plan, reported to People Committee through bi-monthly update



Links:



· NHS People Plan Action Plan – Flexible Working Action 1, 4, 5

· NHS People Plan Action Plan – EDI Action 1, 3

· NHS People Plan Action Plan – Culture and Leadership Action 8, 11

· NHS People Plan Action Plan – Recruitment Action all

· NHS People Plan Action Plan – Recruitment and Deployment Action 1, 2

· Six Priority Areas – Action 1,2, 4, 5

· Trust Values and Strategic Objective





		Outcomes:



· WRES – Indicator 1, 2, 7, 9

· WDES – Indicator 1, 2, 5, 10

· WRES: A Model Employer

· EDS2 – Indicator 3.1, 4.1, 4.3

· NHS Staff Survey – EDI Theme

		



		

		Action

		Who

		Timeline

(where provided)

		Progress To Date

		BRAG



		1. 

		Review of current best practice for fair recruitment:



· Desktop research

· NHSE/I pilot evaluation and best practice

· NHS Employers inc. D&I Partners

· Cheshire and Merseyside EDI Collaborative



		EDI Lead

Head of Workforce

		30/09/21

		· NHS Inclusive Recruitment reviewed

· Task and Finish Group established to roll out changes

		



		2. 

		Review of 2021 HCSW Apprenticeship recruitment:



· What worked

· What didn’t work

· How can this be rolled out to other Trust groups

		AD:OD

Head of Workforce

EDI Lead

		30/09/21

		· Generic JD 

· Updated requirements for role with non NHS experience

· Better designed recruitment pack 

· Increase social media usage and promotion

· Promoted also through Talent for Care and education links

· Increased diverse applications

· Changes to the shortlisting process

· Identified the time pressures to recruit. Future campaigns to expand timelines

· Lessons learnt exercise completed and supporting the roll out within future recruitment drives

· Up to 15 appointments made – diverse range of staff



		



		3. 

		Review of recruitment training options available:



· Weightman’s bite size/breakfast seminar – recruitment and law

· External/consultant provision



		EDI Lead

Head of Workforce 

DD:HR

		31/12/21

		· Task and Finish group reviewing all recruitment process including Training and recruitment champions



		



		4. 

		Development of Fair Recruitment Pathway:



· End to end – VAF to onboarding review, including:

· Recruiting options, including values based, skills based, and work placement interviews

· JDs – including EDI requirements in all

· Training

· EDI assurance checklist

· Update Trust guidance/policy

· Panel membership

· EDI interview question for all roles above Band 5

· Recruitment and development of Fair Recruitment Champions



		EDI Lead

Head of Workforce 

DD:HR

Workforce POD

		31/12/21

		· Task and Finish group reviewing all recruitment process

· Implementation of updated NHS Jobs system

· Establishment of recruitment champions

· Reviewing and implementation of value based recruitment 

· Within the action plan of the Workforce POD



		



		5. 

		Development of international/overseas workers recruitment:



· Review best practice examples for support for international workers in NHS

· Apply for sponsorship status

· Develop pathway and checklists using NHS Employers and UK Border Agency/Home Office guidance

· Develop support package for international workers for assimilation into UK and NHS cultures



		Workforce POD

DD:HR

Head of Workforce

EDI Lead

HR

		31/03/22

		· Best practice examples saved for review

		

































		Action Set 3 – Identifying and Developing Talent





		[bookmark: _Hlk74834423]Objective – Develop and deliver succession planning and talent management programmes that support diverse groups of staff in their career development aspirations and supports future proofing of the Trust as an employer of choice:



Achievements:



· All staff supported to progress and maximise their potential

· Talent identified and supported to develop skills and experience

· Fair succession planning embedded across the Trust

· Mindfulness to unconscious and affinity bias built into delivery of all talent programmes and opportunities

· Awareness of legal compliance on positive action programmes

· Ongoing engagement with staff networks on barriers to career progression



		Delivery Group:



· To be confirmed



Governance:



· NHS People Plan Action Plan, reported to People Committee through bi-monthly update



Links:



· NHS People Plan Action Plan – EDI Action 1, 3

· NHS People Plan Action Plan – Culture and Leadership Action 5, 6, 10, 11

· NHS People Plan Action Plan – New Ways of Delivering Care Action 2, 9

· NHS People Plan Action Plan – Growing the Workforce Action 12,15

· NHS People Plan Action Plan – Retaining our Staff Action 1, 2

· Six Priority Areas – Action 1, 2, 3, 5

· Trust Values and Strategic Objective





		Outcomes:



· WRES – Indicators 1, 2, 4, 7, 9 

· WDES – Indicators 1, 2, 5, 10

· WRES: A Model Employer

· EDS2 – Indicator 3.1, 3.3, 3.6, 4.1, 4.3

· NHS Staff Survey – EDI Theme

		



		

		Action

		Who

		Timeline

(where provided)

		Progress To Date

		BRAG



		1. 

		Succession Planning:





		

		

		· Succession planning framework agreed by EMT. Implementation plan now due for roll-out

		



		2. 

		Talent Management:

· Talent Management conversations promoted to all Black, Asian, and minority ethnic staff.

· Promotion of internal stretch opportunities and external opportunities such as Stepping Up programme to all Black, Asian and minority ethnic staff.

· Engagement with Race Inclusion Network to understand barriers to career progression.





		

		

31.7.21 & ongoing





Ongoing





Ongoing



		· Head of Leadership & Organisational Development actively involved with Race inclusion Network to signpost staff to leadership opportunities and to provide 360 appraisal

· Opportunism for secondments currently being explored

· Reciprocal monitoring project expected to highlight barriers to a career progression

· Talent Management and Succession Planning reported to the Trust’s People Committee – 05/2021. Framework signed off and endorsed by EMT for roll out with PDRs 06/2021



		



		3. 

		All staff opportunities:



		

		

		

		



		4. 

		Training:



· Weightman’s bite size/breakfast seminar – positive action



		EDI Lead

Head of Workforce 

AD:OD

		31/12/21

		

		



		5. 

		[bookmark: _Hlk75783791]Competency Frameworks, from Board down, including EDI in all:



		

		

		

		



		6. 

		Staff network engagement/representation:



		EDI Lead

Exec Sponsors

		Ongoing

		· Staff surveys undertaken 2020

· RIN members support zero tolerance working group

· RIN member attends Risk Assessment Quality Panel

· DAWN members supported HR OH procurement working group

· DAWN and RIN members on Reciprocal Mentoring Project Board

· Exec sponsors provide Board communication



		









		Action Set 4 – Developing EDI Awareness and Skills





		Objective – Develop and deliver a range of EDI training options to develop awareness and skills across all staff in EDI and Human Rights.



Achievements:



· Key staff trained in focused aspects of EDI and Human Rights

· Opportunities for all staff to access additional EDI training

· Improved staff (and patient) experience

· Compliance with equality and human rights legislation, particularly due regard to the three aims of the Equality Duty



		Delivery Group:



· To be confirmed



Governance:



· NHS People Plan Action Plan, reported to People Committee through bi-monthly update



Links:



· NHS People Plan Action Plan – HWB Action 7

· NHS People Plan Action Plan – Culture and Leadership Action 9, 11

· Six Priority Areas – Action all





		Outcomes:



· WRES – Indicators 4, 5, 6, 8

· WDES – Indicator 4

· WRES: A Model Employer

· EDS2 – Indicator 3.3, 3.4, 3.6, 4.1, 4.2, 4.3

· NHS Staff Survey – EDI Theme



		



		

		Action

		Who

		Timeline

(where provided)

		Progress To Date

		BRAG



		1. 

		EDI Training Offer development:



· Decoupling Bias

· Cultural Awareness

· Productive Conversations About Race Equality

· EDI self-led reading

· EqIA and the Equality Duty



Developing packages for different staff groups:



· Line Managers

· Race Equality Champions

· Disability Peer Support Volunteers

· Open access – all staff

		EDI Lead

		31/03/22

		· Decoupling bias pilot sessions held with Greater Manchester Dental teams 03/21

· Race equality/racism books ordered

· EqIA training package developed

· Active Bystanders training approved 06/2021

· Race Equality Champions recruited

· Disability Peer Support role description drafted

· Sample Getting Comfortable Being Uncomfortable With Race event attended by EDI lead



		



		2. 

		EqIA:



· Development and sign off of new screening and impact assessment templates.



· Training for all applicable staff:



· Board

· Senior/Clinical Leads

· Service Leads

· Policy Authors

· HR

· Recruiting Managers and Panels



		EDI Lead

AD:OD

DD:HR

		31/3/22

		· New screening and full EqIA templates approved

· EqIA Policy reviewed and approved

		



		3. 

		WRES Experts



· Commit to support for interested staff members in applying for and then implementing WRES Experts programme



		EDI Lead

Board

		Tbc – NHSE/I

		· 

		



		4. 

		Leader in Me:



· EDI to feature in programmes/delivery

		EDI Lead

AD:OD

		31/03/22

		· First equality focused LiM event held 11/2019, further session held 09/2020

· Further events will be planned once regular events are allowed.
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