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Executive Summary
Each public sector body is required by the specific requirements of the Public Sector Equality Duty to publish data annually to show it is compliant with the general aims of the duty.  To ensure we are compliant with the duty equality reports are produced in relation to both workforce and service users.  
Aims of the Report
This report covers the main aspects of workforce data including workforce demographics, recruitment and selection, NHS Staff Survey, employee relations (disciplinary and grievance), mandatory training and development (appraisals) across the protected groups, where this data is available. The report helps us to identify potential disadvantages for any protected groups and to support the development of further actions. 
The report is collated by the Trust’s Workforce Information and Analysis Team and presented to the Equality and Diversity Steering Group and HR Committee for review.  The report will also be scrutinised at Trust Board with a view to agreeing an updated set of workforce equality objectives.
Review of 2013/14 Actions
Action – Step into Work and Apprenticeships 
Continuation of the Step into Work and Apprenticeship programmes through the Faculty of Education.
Progress:
For 2013/14 there were 4 planned cohorts for Step into Work, with anticipated recruitment of 45 trainees.  As at March 2014 4 cohorts had commenced and 43 trainees recruited. Projected recruitment for 2014/15 is a further 45 trainees.
60 apprenticeships were planned for 2013/14, a reduction from 157 in 2013/13 due to changes to funding streams.  As at March 2014 124 members of staff had commenced, or were due to commence an apprenticeship.
Projected apprenticeships for 2014/15 are 100 (subject to final confirmation of funding).
Action – Inclusion of equality and diversity in VITAL 
Further development of an on line module to support equality and diversity capability.
Progress
Completed in October 2013.
A standalone Equality and Diversity module was created on the MOODLE platform and mandated for all staff groups.  As at April 2014 2480 staff had completed this training.
Action – Development of Succession Planning
Development of succession planning and embedding of processes to establish a cohort of emerging leaders.
Progress:
Following the re-alignment of Organisational Development, this action was deferred until 2014.  
Action – Development of Leadership Programmes
Development of leadership programmes to address leadership gaps.
Progress
Following the re-alignment of Organisational Development, this action was deferred until 2014.  
The Nursing Directorate and Faculty of Education developed a specific programme “Leading from the Front” in conjunction with Keele University.  It was designed to support the introduction of supervisory Senior Sisters in the organisation, recognising that people management and leadership would form the major part of their role and be subject to key performance indicators.  .  As at March 2014 77 Senior Sisters had commenced the programme and 31 had completed, with a further 23 due to complete in April 2014.  Evaluation of the introduction of this role is on going.
Further development opportunities have been made available across Nursing including funding from Birmingham University for a Masters in Research and Scholarships through the Florence Nightingale Foundation.
The Faculty of Education also delivered 2 cohorts of the ILM level 5 and 7 Leadership and Management programme through an external provider for Clinical Scientists and other non-clinical staff.
Action – Disciplinary Cases
Understanding the reasons for the high proportion of disciplinary cases relating to BME staff.
Progress
The initial review of information highlighted some data validation queries.  This has been addressed by the development of a Case Management Tracker that will improve the management information relating to all case management within the HR Operations Team.
Action – Recruitment and Selection
Identifying reasons for the variation between the proportion of Applicants and Appointments from different ethnic groups.
Progress
An analysis of NHS Jobs vacancy data between April 2012 and March 2013 has highlighted across all staff groups (with the exception of Medics) that White applicants are more likely to be appointed than their BME counterparts (see Graphs 3-6).


Action - Ageing Workforce
Keep under review the impact of retaining an ageing workforce.
Progress
An initial report was presented to the Live Well Work Well group in July 2012.  Whilst no further action was considered necessary in view of current policies, the age profile of our workforce will be monitored on an annual basis.
Action – Collaboration with Equality and Diversity Department
To explore opportunities for working in partnership with the Equality and Diversity department.
Progress
Regular meetings took place during 2013, working towards the achievement of CCG requirements.  The Head of Equality and Diversity retired in February 2014 and working arrangements are currently being agreed with the new Head of Equality and Diversity and Head Nurse Patient Experience/Clinical Dean for Nursing
Action – Protected Characteristics
To discuss the remaining protected characteristics under the equality duty and agree appropriate actions
Progress
A further review of data has taken place so that information concerning Religion or Belief and Sexual Orientation are included within this report.

NHS Employers Equality and Diversity Audit Tool
In addition to the above actions the Head of Equality and Diversity completed the NHS Employers Equality and Diversity Audit Tool in December 2013.  The survey results are included in Appendix A.
Recommendations for 2014/15
The information contained within this report will be used to inform further discussion and agreement of an updated set of workforce related equality objectives at Trust Board in May 2014. 
Whilst recognising the efforts internally in respect of equality and diversity, the Trust Board are keen to obtain an external objective view in relation to our internal performance, taking into account emerging information and external research relating to NHS workforce equality such as “Discrimination by Appointment – How Black and Minority Ethnic Applicants are Disadvantaged in NHS Staff Recruitment” (R Kline, 2013).
Based on an initial analysis of the data it is suggested that the proposed Trust Diversity Group considers the following areas:
· Consideration of an external review of workforce equality and diversity.

· Consideration of the current internal resources allocated to equality and diversity.

· Participation in the RCN programme to support BME Nurses through formal employment processes including disciplinary and grievance.

· How best to meet CCG contractual information requirements regarding:
-training applications submitted and approved
-flexible working requests submitted and approved 

· Further analysis of the recruitment and selection process in relation to ethnicity and disability.
-reference to Discrimination by Employment – How Black and Minority Ethnic applicants are disadvantaged in NHS Staff Recruitment

· Further analysis of employee relations data, particularly for BME staff.
-To include analysis of referrals to professional bodies

· Improving the number of BME staff and women in senior leadership positions – leadership and mentoring. 

· Improvement of recorded data for protected characteristics, particularly disability, religion and belief and sexual orientation.
-Also to scope ways of better engaging and understanding the needs of these groups.

· Decide which aspects of the staff survey will be reviewed in detail, based on the differences highlighted for different protected characteristics, particularly disabled staff.

Review of other information sources such as the Exit Questionnaire.
1	Equality Duty and Public Sector Equality Duty
1.1	Background
The Equality Act 2010 came into force on the 1st October 2010, replacing the previous anti-discrimination legislation in the UK.
Public sector organisations have specific responsibilities under the Act, namely the Public Sector Equality Duty (PSED) that came into force on the 6th April 2011.  It consists of a general duty comprising 3 main aims, and specific duties.
The purpose of the Equality Duty is to embed equality considerations into the day-to-day work of public bodies.  
The Equality Duty covers the following protected characteristics:
· Age
· Disability
· Gender Reassignment
· Pregnancy and maternity
· Race (includes ethnic or national origins, colour or nationality)
· Religion or belief (includes no belief)
· Sex
· Sexual orientation
· Marriage and civil partnerships are protected characteristics under the Act however under the Duty organisations only have to have due regard to the need to eliminate discrimination.
The General Duty
Under the General Duty public bodies are required to have due regard to the need to:
· Eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited by the Equality Act 2010.
· Advance equality of opportunity between people from different groups
· Foster good relations between people from different groups
· Public sector organisations have a duty to meet the needs of people with protected characteristics and reduce or eliminate the disadvantage that such groups may suffer.
The Specific Duties
These duties require public bodies to set specific, measurable equality objectives and to publish information regarding their performance on equality.  The information that needs to be published is as follows:
· Equality objectives, at least every four years
· Information to demonstrate compliance with the equality duty, at least annually


1.2: Workforce Monitoring and Information:
The Equality Act requires employers with 150 plus employees to produce and monitor data on their workforce to demonstrate that they can show compliance with the Public Sector Equality Duty. Workforce equality monitoring data is collected when an individual commences employment at HEFT, although staff can opt out of this.  The workforce profile is based on The Trust’s staff in post data as at January 2014.  The reference period for recruitment, employee relations and training data is July 2013 – December 2013. Staff survey information is based on the 2013 NHS Staff Survey analysis. Population data is based on the 2011 Census. Where available, data is compared to that produced for the previous year. Selected data has been included within this report to illustrate each protected characteristic.  Further data is in the accompanying workforce profiles (Age, Disability, Ethnicity, Gender, Sexual Orientation and Religious Belief).
2.0	Ethnicity Profile
Note regarding calculations: Approximately 8% of staff did not provided details of ethnicity.  Therefore the internal percentage figures have been recalculated to exclude them and enable direct comparisons with the local population.
2.1	Ethnicity Profile against the local population
	Table 1 - Ethnicity Profile of HEFT against the local population

	
	Local Population*
	Staff in post Jan ‘13
	Staff in post Jan ‘14

	White
	71%
	74.7%
	74.2%

	BME
	29%
	25.3%
	25.8%



	Table 2 – Ethnicity Profile of Heartlands Hospital against the local population.

	Heartlands
	Local Population*
	Staff in Post Jan '14

	BME
	52%
	30%

	White
	48%
	70%



	Table 3 – Ethnicity Profile of Solihull Hospital against the local population

	Solihull
	Local Population*
	Staff in Post Jan '14

	BME
	11%
	18%

	White
	89%
	82%



	Table 4 – Ethnicity Profile of Good Hope Hospital against the local population

	Good Hope
	Local Population*
	Staff in Post Jan '14

	BME
	18%
	20%

	White
	82%
	80%



*Source 2011 Census.  Approximately 11% of the local population surrounding Solihull Hospital and 18% surrounding Good Hope Hospital is from black and minority ethnic backgrounds (BME). For the Heartlands area the local BME population is around 52%. When combined proportionately for the Trust, the overall BME population is calculated as 29%.
Table 1 demonstrates that the percentage of staff from BME groups is 25.8%, a 0.5% increase from January 2013.However the BME workforce is under represented compared to the local population of 29%
Table 2 demonstrates that the BME workforce % at Heartlands Hospital is considerably lower than for the local population.
Table 3 demonstrates that the BME workforce at Solihull Hospital is proportionately higher than that of the local population 
Table 4 demonstrates that at Good Hope the BME workforce % exceeds that of the local population.


Graph 1 shows that there are still some groups in which BME representation is very high across the Trust such as Medics (Junior Medics 60%, Senior Medics 52%) and Pharmacists (43%), but there are also areas of relatively low representation such as Maintenance (10%).
In addition the BME Administrative and Clerical staff (6%) and Managers (6%) at Good Hope, and the proportion of Pakistani staff at Heartlands (4%) remain low in comparison with the local population.  This reflects a similar position to 2013.
2.2	Recruitment and Selection analysis by Ethnicity

Graph 2 demonstrates a comparison of recruitment and selection activity for the period August – December 2012 and 2013.  During 2013 there was an increase in BME applications to 51% (was 49%), shortlisted candidates 43% (was 38%) and appointed staff 32% (was 25%).  Whilst this represents an overall improvement, the disparity between applications from BME candidates and appointments remains.
A further analysis of recruitment and selection data between April 2012 and March 2013 by vacancy type indicated that white applicants were more likely to be appointed than their BME counterparts (no data for medical staff was available).  Graphs 3 – 6 highlight this information for a selection of vacancies.






It is recognised that the analysis of recruitment data is complex with different variations impacting on the outcome of the recruitment process; further investigation will be required to arrive at firm conclusions.
2.3	Pay Band by Ethnicity

Graph 7 shows the percentage of BME staff by pay band.  BME staff are over represented at Band 5 and throughout the Medical grades when compared to the average employment rate of that ethnic group. For all other pay bands BME staff are under–represented. Reviewing promotions during the period August 2013 to January 2014, approximately 22% of promotions were to staff from BME groups, an increase from the last report where 16% of promotions were to staff from BME groups.
2.4	Leavers
24% of all leavers during the period August 2013 to January 2014 were from BME groups. Whilst this is slightly lower than the BME workforce, it represents an increase of 3% from the last report.


2.5	Appraisals

Graph 9 shows the percentage of staff appraised by ethnicity during 2013.  No clear inference can be drawn from the data.
Clinical Excellence Awards
At present, only doctors receive an element of pay based on assessed performance and this relates to Clinical Excellence Awards, Optional Points and Discretionary Points.  For 2014 some 46% of staff eligible for these awards were from a BME background and 48% of these awards were granted to BME staff, a slight increase on last year.  
2.6	Employee Relations Indicators





	Table 4 - Number of Disciplinary and Grievance Cases by Ethnicity July – Dec 2013


	Ethnicity
	Disciplinary
	Grievance
	Grand Total
	Workforce

	BME
	55
	5
	60
	2447

	Ethnicity not Stated
	21
	1
	22
	854

	White
	116
	10
	126
	7035

	Grand Total
	192
	16
	208
	10336



Graph 10 and Table 4 shows the proportion of disciplinary and grievance cases by ethnicity. Both disciplinary and grievance case numbers are higher than would be expected based on BME representation in the workforce.
It is expected that data quality in relation to employee relations data will improve during the course of 2014, following the introduction of a case management tracker within the Workforce Directorate.
2.7	Staff Survey
In response to the questions broken down by ethnicity in the 2013 Staff Survey, the most notable differences between White and BME colleagues were:
· 90% of BME staff responded that they had received job-relevant training, learning or development in the last 12 months, compared to 78% of White staff.

· 51% of BME staff responded that they had a well-structured appraisal in the last 12 months, compared to 37% of White staff.

· 24% of BME staff said they had suffered work related stress in the last 12 months compared to 40% of White staff.

· 20% of BME staff responded to feeling pressure in the last 3 months to attend work when unwell, compared to 37% of White staff.
· 56% of BME staff responded that they believed the Trust provides equal opportunities for career progression or promotion, compared to 87% of White staff.
2.8	Ethnicity Observations
Overall the picture on ethnicity gives some mixed outcomes:
· The overall level of BME staff in post is below expectations when compared to the local population.  This position has not changed significantly since the last report. 

· BME staff are under-represented in most pay bands, apart from Band 5 and Medical grades.  This is reflected across staff groups with the exception of Medical, Qualified Nursing and Midwifery and Pharmacists. 

· The number of BME doctors receiving awards is in line with the proportion of BME doctors in post.

· The proportion of disciplinary and grievance cases relating to BME staff is quite high in relation to the overall number of BME staff in post.

· BME staff responded more positively to several staff survey questions, however responded less positively to whether the Trust provides equal opportunities for career progression.

3.0	GENDER PROFILE
3.1	Staff in post 

Graph 11 shows an updated gender analysis by grade.  Overall there are 80% female staff and 20% male staff within the Trust, which represents no change over the last 2 years.
For Bands 8c – 9 the proportion of females has remained at 64% during the year.
The picture for medical staff remains similar to last year.  At Junior Medical level there is almost an equal proportion of females employed, at 49%.  Whilst at Consultant level females make up 29% of the workforce.
A brief analysis of Executive Directors shows that 50% of this group are female.


3.2	Recruitment

Graph 12 shows recruitment activity by gender during the period August to December 2013.
During the period approximately 72% of applicants and 85% of appointments were female, thus maintaining the high proportion of female staff within the Trust. During the period the data suggests that male applicants overall were less likely to be appointed than female applicants; however this would require further investigation.
3.3	Promotions
During the period August 2013 to December 2013 some 83% of promotions were to female staff, which is a little higher than last year and slightly higher than the proportions in post.
3.4	Flexible Working
An analysis of male and female staff working flexibly on a part-time basis shows that 47% of female and 15% of male staff work part-time. An analysis of staff groups shows that the staff group with the highest proportion of part-time staff is Ancillary and with the lowest is Maintenance.  21% of the Senior Medical workforce is employed on a part-time basis and 43% of the Qualified Nursing and Midwifery workforce is employed on a part-time basis.
3.5	Leavers
83% of leavers during the period August 2013 – December 2013 were female. This is slightly higher than in the previous year but more or less matches the proportion of staff in post.
3.6	Assessment
As with ethnicity, this section relates only to doctors who are eligible to receive Clinical Excellence Awards, Optional Points and Discretionary Points.  For 201329% of staff eligible for these awards were female and there was a further increase in the percentage of awards granted to female staff from 19% to 22%.  

3.7	Employee Relations Indicators
	
	


Graphs 13 and 14 show the percentage of disciplinary and grievance cases by gender for the period August 2013 to December 2013. The most notable difference relates to what appears to be a disproportionate number of male staff raising a grievance, however the numbers are so low (16 cases) that it is difficult to say whether this is statistically significant.
3.7	Staff Survey
The main differences between male and female responses within the 2013 staff survey included:
· 28% of males indicated they suffered work related stress in the last 12 months compared to 40% of females, which is broadly consistent with the 2012 survey.
· 19% of males felt pressure in the last 3 months to attend work when feeling unwell compared to 36% of females.  Both figures have risen since the 2012 survey.
· Compared to 2012, 67% (was 56%) of males said they were able to contribute towards improvements at work compared to 63% (was 72%) of females.
· 76% of males said they believed the trust provides equal opportunities for career progression or promotion compared to 81% of females, which is broadly consistent with the 2012 report.
3.8	Gender - Observations
A reduced representation of women in senior management posts above Band 8a and in senior medic grades. Whilst the NHS has a predominantly female workforce, the male workforce remains at or around 20%, compared to our nearest Acute Trust UHB with a male workforce of 28%. To discuss what action may be required to address the differences between male and female responses within the staff survey, particularly around stress.


4.0	Disability
4.1	Staff Profile
The Office for National Statistics has produced data showing that in the West Midlands 19.4% of 16-64 year olds have disabilities. Graph 15 shows that just over 2% of staff (223) have stated that they have a disability.  However there remains a high percentage of staff (29%) where disability status is unknown or not declared. Information from the 2013 Staff Survey shows that 20% of respondents indicated that they have a disability, suggesting that more staff have a disability that we have recorded.


Graph 16 shows the percentage of staff recorded as having a disability by grade. Excluding Band 9 and Executives, where overall staff numbers are low, disabled staff are least represented in the medical grades.

4.2	Recruitment and Selection

Graph 17 shows the passage of disabled candidates from application to appointment for the 6 months following August 2012 and August 2013.   Around 3.4% of applicants declared a disability compared to 3.2% last year.  However despite disabled applicants representing 4.2% of those shortlisted, just 2.73% of appointments were made to applicants declaring a disability.
4.3	Training and Appraisals
Of those that completed mandatory training in 2013/14, 2.16% were recorded as having a disability.  This is in line with the recorded disabled workforce.
The 2013 staff survey highlights some differences between disabled and non-disabled staff in relation to personal development:
· 65% of disabled staff responded to receiving job-relevant training, learning or development in the last 12 months compared to 83% of non-disabled colleagues.

· 25% of disabled staff responded to having a well-structured appraisal in the last 12 months compared to 42% of non-disabled colleagues.

· There are no notable differences between the percentage of disabled and non-disabled staff recorded as having an appraisal in 2013/14, based against their respective workforce profiles.
4.4	Staff Survey
Some notable differences between disabled staff and their non-disabled colleagues within the 2013 staff survey:
· 53% of disabled staff indicated they had suffered work related stress during the past 12 months compared to 35% of their non-disabled colleagues.  This represents an increase on the 2012 survey.
· Disabled staff were the most likely amongst any demographic group to say they had experienced harassment, bullying or abuse from patients, relatives, the public or staff in the last 12 months.  This is consistent with the 2012 survey.
· 22% of disabled staff compared to 9% of non-disabled staff said that they had experienced discrimination at work in the last 12 months, the same response as 2012.
· 53% of disabled staff reported feeling pressure to attend work when feeling unwell compared to their non-disabled colleagues at 28%.
4.5	Disability - Observations
Workforce comparison against local population suggests under reporting of disabilities.
Further investigation is required into the relatively low proportion of disabled recruits.
There are some notable differences within the 2012 and 2013 staff survey, warranting further investigation.

5.0	Age
5.1	Age Profile

Graph 18 shows a comparison of age profiles across the Trust between January 2013 and January 2014.The overall profile for the Trust remains largely unchanged from last year with more than two thirds of staff within the age range 26-50.

Graph 19 - around 20% of Qualified Nursing and Midwifery staff are over 50 with 9.1% over 55.  This is a slight increase for the fifth successive year and does suggest a trend. Given the changing social position with regard to retirement this may be expected.

Graph 20 - around 18% of Consultants are over 55 (no change from the previous two years). Again this may be expected as mentioned above for Nurses.

Graph 21 shows that 50% of maintenance staff are over 50.  Whilst there are no current issues recruiting into these roles, pro-active management within this area, supporting development opportunities for current staff to acquire new skills means that staff are better placed to apply for future roles when they become available.  Consideration is also being given to a Modern Apprenticeship scheme.
5.2	Recruitment

Graph 21 shows the recruitment percentages by age.  Initial analysis indicates that applicants aged between 20-24 and 35-39 were more likely to be appointed overall.    More detailed analysis would be necessary to arrive at any firm conclusions.




5.3	Leavers

Graph 22 shows the percentage of leavers by age band.  27% of leavers were under 30 during the period January to December 2013.
5.4	Training and Appraisals
The mandatory training profile by age indicates that staff in the 21-30-age band are the least likely to have completed their mandatory training.

Graph 23 also indicates that staff under the age of 30 appear less likely to have completed an appraisal.  It is unclear why this variation exists and further investigation would be required.





5.2	Staff Survey
Some notable differences based on age within the 2013 staff survey included:
· Responses to appraisals differed quite considerably between age bands with 56% of staff aged 16-30 agreeing they had had a well structured appraisal compared to staff aged 31-40 at 31%.
· Responses to being able to contribute at work differed quite considerably between age bands with 76% of staff aged 31-40 agreeing they were able to contribute to improvements at work compared to 56% of staff aged over 51.
5.3	Age – Observations
With the change in the law relating to age in employment it may be that more staff will choose to work longer. The Trust needs to be aware of this and to plan accordingly.
To better understand the apparent variation in completion of mandatory training and appraisals for staff under 30, and to  take account of the responses to the staff survey and to understand what action may be necessary as a result of these.
6.0	Religion and Belief
6.1	Staff Profile

Graph 24 shows the profile of the workforce by religion and belief as at January 2014.  As can be seen, the data held for this protected characteristic is poor with 67% of staff not stating their religion or belief.  Improvements in reporting will be required to gain a better understanding of this group. In 2014 – the Telegraph reported that 176,632 identified themselves as Jedi Knights- making it the most popular faith in Other religions on the census and the 7th most popular faith overall.
6.2:Religion and Belief – Observations
Due to the current under-reporting of staff on declared religion and belief it is not possible at present to undertake a further analysis of key workforce data.
Currently the NHS Staff Survey does not present analysis on Religion and Belief.
7.0	Sexual Orientation
7.1	Staff Profile

Graph 25 shows the reporting of sexual orientation across the workforce.  As can be seen, the data held for this protected characteristic is poor with 62% of staff not stating their sexual orientation.  Improvements in reporting will be required in order to gain a better understanding of this group.
7.2	Sexual Orientation – Observations
Due to the current under-reporting of staff on sexual orientation it is not possible at present to undertake a further analysis of key workforce data.
Currently the NHS Staff Survey does not present analysis on Sexual Orientation.




Appendix A
NHS EMPLOYERS EQUALITY AND DIVERSITY AUDIT TOOL RESULTS – DECEMBER 2013

Survey Results for: Embedding equality and diversity

the business case:
---------------------------------------------------------------------------------

There seems to be a well-established ethos within your organisation which recognises the business benefits of diversity. This is however an area which is still developing, and there is ongoing research which you might be interested in to help you further fine tune your approach. See: 
CIPD, Work Foundation and NHS Employers E&D Partners

Engagement:
---------------------------------------------------------------------------------

You seem to be doing some good things – but there is room for improvement. 

See our staff engagement pages for the latest research and information on staff engagement, making the most of the staff survey and case studies that show what other trusts are doing in this area. 

The Improving Working Lives Framework will help you to address the needs of your staff and put their suggestions into action. 

Organisational commitment:
---------------------------------------------------------------------------------

You seem to have the basics in place to build on but you need to continue to keep your board and senior managers engaged and involved in your agenda, if you are going to progress. Regular reports and updates on developments in the equality and diversity field are critical in this respect. You therefore should make sure that you are signed up to the NHS Employers Workforce Bulletin which contains regular articles and legal updates. 
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	JANUARY 2014 ASSESSMENT

	
	

	CATEGORY
	[bookmark: RANGE!C2:G22]ITEM
	TARGET
	ACTUAL
	CHANGE
	NOTES

	ETHNICITY
	Employees BME %
	29%
	25%
	[image: ]
	The local BME population surrounding Heartlands is 52%, Solihull 11% and Good Hope 18%.  Proportionately this gives us an overall expected population of 29%. Actual staff in post are currently 25.8% which is slightly below the population and represents minimal change from 2013.

	 
	Last 6 mths Appointments BME %
	29%
	32%
	[image: ]
	Recent appointments from BME groups improved from 25% last year to 32%.

	 
	Last 6 months Promotions BME %
	25%
	22%
	[image: ]
	The proportion of promotions amongst BME staff has improved from 16% last year to 22%.

	 
	Leavers BME %
	25%
	24%
	[image: ]
	% Of Leavers from BME groups is a little lower than the proportion of staff in post, however has increased since last year

	 
	Grievance BME %
	25%
	31%
	[image: ]
	There were 5 grievance cases from BME staff in the reporting period, representing a reduction from 16-reported last year.

	 
	Disciplinary BME %
	25%
	29%
	[image: ]
	There were 55 disciplinary cases from BME staff in the reporting period, slightly less than the 61 cases reported last year.

	 
	Assessment (Doctors awards) BME %
	45%
	48%
	[image: ]
	The proportion of awards to doctors from BME groups remains higher than the comparative numbers in post and has increased slightly from last year.

	GENDER
	Employees Female %
	 
	80%
	[image: ]
	The proportion of female staff in post remains at 80%. At band 8c-9 the proportion of female staff in post remains at 64%.

	 
	Consultants Female %
	 
	29%
	[image: ]
	The proportion of female consultants has increased slightly to 29% from 28% last year.

	 
	Last 6 mths Appointments female %
	 
	85%
	[image: ]
	Recent appointments continue to reflect the high proportion of females who join the organisation.

	 
	Last 6 months Promotions female %
	80%
	83%
	[image: ]
	Recent promotions for female staff are a slightly higher than the proportions in post.

	 
	Leavers Female %
	80%
	83%
	[image: ]
	The proportion of female leavers is slightly above the % in post. 

	 
	Grievance Female %
	80%
	56%
	[image: ]
	Grievances from female staff have decreased from last year and are well below the proportionate levels in the workforce.

	 
	Disciplinary Female %
	80%
	72%
	[image: ]
	Female disciplinary cases are proportionately lower than the levels in the workforce, although have increased proportionately in the last year.

	 
	Assessment (Doctors awards) BME %
	29%
	22%
	[image: ]
	Awards to female doctors are less than the proportions in post, however have increased again from 19% to 22%.

	DISABILTY
	Employees with a disability recorded No.
	 
	223
	[image: ]
	Slightly up from 218 last year.

	 
	Last 6 mths Appointments Staff with a disability No.
	 
	26
	[image: ]
	26 appointees (3%) declared a disability this year compared with 9 for the same period last year

	AGE
	Qual Nursing Staff aged 55+  %
	 
	9%
	[image: ]
	The proportion of Qualified Nursing staff aged 55+ remains the same as last year.

	 
	Consultants aged 55+ %
	 
	18%
	[image: ]
	The proportion of Consultants aged 55+ remains the same as last year.

	RELIGION AND BELIEF
	% Staff with recorded religion or belief
	 
	33%
	N/A
	33% of staff have a recorded religion or belief (including no belief) as at January 2014

	SEXUAL ORIENTATION
	% Staff with recorded sexual orientation
	 
	38%
	N/A
	38% of staff have a recorded sexual orientation as at January 2014
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Graph 3 - Qualified Nursing and Midwifery Vacancies
Applied Nursing 	&	 Midwifery Registered	White	BME	Undisclosed	0.59245019224047502	0.39461726668996899	1.2932541069556099E-2	Shortlisted Nursing 	&	 Midwifery Registered	White	BME	Undisclosed	0.64759036144578397	0.34156626506024201	1.08433734939759E-2	Appointed Nursing 	&	 Midwifery Registered	White	BME	Undisclosed	0.76372315035799598	0.22434367541766101	1.1933174224343699E-2	
Graph 4 - Support to Clinical Staff Vacancies 
Applied Additional Clinical Services	White	BME	Undisclosed	0.53436356242374905	0.44936966246441701	1.6266775111834102E-2	Shortlisted Additional Clinical Services	White	BME	Undisclosed	0.60756972111553698	0.38247011952191301	9.9601593625498093E-3	Appointed Additional Clinical Services	White	BME	Undisclosed	0.73943661971830998	0.26056338028169002	0	Graph 5 - Allied Health Professional Vacancies
Applied Allied Health Professionals	White	BME	Undisclosed	0.62235649546827898	0.36404833836858003	1.3595166163142E-2	Shortlisted Allied Health Professionals	White	BME	Undisclosed	0.698162729658793	0.29658792650918597	5.2493438320210103E-3	Appointed Allied Health Professionals	White	BME	Undisclosed	0.75581395348837399	0.24418604651162801	0	Graph 6 - Admin and Clerical Vacancies
Applied Administrative 	&	 Clerical	White	BME	Undisclosed	0.50555555555555598	0.47738095238095302	1.70634920634921E-2	Shortlisted Administrative 	&	 Clerical	White	BME	Undisclosed	0.57454128440367003	0.41169724770642202	1.3761467889908299E-2	Appointed Administrative 	&	 Clerical	White	BME	Undisclosed	0.750000000000001	0.25	0	Graph 7 - BME Staff by Pay Band
BME	Band 1	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	Jun Med	Senior Med	SMP	0.18655097613882901	0.19261363636363599	0.173588924387646	0.10262828535669601	0.329273414531709	0.19262555626191999	0.1140642303433	0.12167300380228099	7.6190476190476197E-2	2.32558139534884E-2	0.04	0	0.42	0.55577689243027995	0.60869565217391497	0	Not Stated	Band 1	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	Jun Med	Senior Med	SMP	8.2429501084598594E-2	0.102840909090909	8.7326943556975498E-2	7.6345431789737198E-2	7.9378412431751394E-2	7.1837253655435501E-2	7.7519379844961295E-2	7.9847908745247206E-2	0.114285714285714	2.32558139534884E-2	0.12	9.0909090909090995E-2	0.08	7.1713147410358599E-2	8.0745341614906804E-2	0.1	White	Band 1	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	Jun Med	Senior Med	SMP	0.73101952277657301	0.70454545454545503	0.73908413205537904	0.82102628285356705	0.59134817303653897	0.73553719008264395	0.80841638981173702	0.79847908745247198	0.80952380952380998	0.95348837209302395	0.84	0.90909090909090895	0.5	0.372509960159363	0.31055900621117999	0.9	Graph 8 - BME Leavers 2012 and 2013 as a Percentage of all Leavers
 Leavers 2013	African	Any other Asian background	Any other Black background	Any Other Ethnic Group	Bangladeshi	Caribbean	Chinese	Indian	Mixed - Any other mixed background	Mixed - White 	&	 Asian	Mixed - White 	&	 Black African	Mixed - White 	&	 Black Caribbean	Pakistani	2.8571428571428598E-2	1.26050420168067E-2	1.34453781512605E-2	2.8571428571428598E-2	4.20168067226891E-3	4.3697478991596699E-2	7.5630252100840397E-3	6.0504201680672297E-2	5.8823529411764696E-3	2.5210084033613399E-3	1.6806722689075701E-3	8.4033613445378096E-3	2.5210084033613401E-2	Leavers 2012	African	Any other Asian background	Any other Black background	Any Other Ethnic Group	Bangladeshi	Caribbean	Chinese	Indian	Mixed - Any other mixed background	Mixed - White 	&	 Asian	Mixed - White 	&	 Black African	Mixed - White 	&	 Black Caribbean	Pakistani	2.1956087824351302E-2	3.9920159680638702E-3	1.19760479041916E-2	2.9940119760479101E-2	0	4.1916167664670698E-2	5.98802395209582E-3	5.5888223552894301E-2	7.9840319361277404E-3	1.9960079840319399E-3	0	1.9960079840319399E-3	2.9940119760479101E-2	Graph 9 - Staff Appraisals by Ethnicity
Not Appraised	African	Any other Asian background	Any other Black background	Any Other Ethnic Group	Bangladeshi	Caribbean	Chinese	Indian	Mixed - Any other mixed background	Mixed - White 	&	 Asian	Mixed - White 	&	 Black African	Mixed - White 	&	 Black Caribbean	Not Stated	Pakistani	White - Any other 	White - British	White - Irish	0.46330275229357798	0.58064516129032295	0.53389830508474601	0.39766081871345099	0.63043478260869601	0.40804597701149398	0.49180327868852503	0.43234836702954998	0.60465116279069797	0.48148148148148201	0.5	0.56716417910447803	0.35948477751756502	0.50134770889487901	0.36018957345971597	0.42610714878089201	0.33950617283950701	Appraised	African	Any other Asian background	Any other Black background	Any Other Ethnic Group	Bangladeshi	Caribbean	Chinese	Indian	Mixed - Any other mixed background	Mixed - White 	&	 Asian	Mixed - White 	&	 Black African	Mixed - White 	&	 Black Caribbean	Not Stated	Pakistani	White - Any other 	White - British	White - Irish	0.53669724770642202	0.41935483870967799	0.46610169491525399	0.60233918128654895	0.36956521739130399	0.59195402298850597	0.50819672131147497	0.56765163297045196	0.39534883720930297	0.51851851851851904	0.5	0.43283582089552203	0.64051522248243598	0.49865229110512099	0.63981042654028497	0.57389285121910805	0.66049382716049498	% of Workforce	African	Any other Asian background	Any other Black background	Any Other Ethnic Group	Bangladeshi	Caribbean	Chinese	Indian	Mixed - Any other mixed background	Mixed - White 	&	 Asian	Mixed - White 	&	 Black African	Mixed - White 	&	 Black Caribbean	Not Stated	Pakistani	White - Any other 	White - British	White - Irish	2.1091331269349901E-2	1.4996130030959801E-2	1.14164086687307E-2	3.3088235294117599E-2	4.4504643962848403E-3	3.3668730650154799E-2	5.9017027863777199E-3	6.22097523219814E-2	4.1602167182662499E-3	2.6122291021671799E-3	7.7399380804953695E-4	6.4821981424148696E-3	8.2623839009288005E-2	3.5893962848297198E-2	8.1656346749226297E-2	0.58330108359133104	1.56733746130031E-2	Graph 10 - Disciplinary and Grievances cases by Ethnicity against Workforce Profile
Disciplinary	BME	Not Stated	White	0.28645833333333298	0.109375	0.60416666666666596	Grievance	BME	Not Stated	White	0.3125	6.25E-2	0.625	Workforce	BME	Not Stated	White	0.23674535603715199	8.2623839009288005E-2	0.68063080495356099	Graph 11 - Gender By Grade
Female	Band 1	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultants	Junior Medics	Senior Medics	Senior Managers	0.63774403470715901	0.87613636363636305	0.87752928647497397	0.84355444305381799	0.879462410751785	0.85568976478067404	0.84053156146179397	0.810606060606061	0.72115384615384703	0.69767441860465196	0.48	0.72727272727272696	0.28499999999999998	0.48804780876494103	0.36645962732919302	0.5	Male	Band 1	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultants	Junior Medics	Senior Medics	Senior Managers	0.36225596529284199	0.123863636363636	0.122470713525027	0.15644555694618301	0.120537589248215	0.14431023521932601	0.159468438538206	0.18939393939394	0.27884615384615402	0.30232558139534998	0.52	0.27272727272727298	0.71499999999999997	0.51195219123505897	0.63354037267080798	0.5	Graph 12 - Recruitment and Selection Activity by Gender
Applied	Male 	Female	Not Disclosed	0.275758731542527	0.72342396338473303	8.1730507274015097E-4	Shortlisted	Male 	Female	Not Disclosed	0.182139983909895	0.81641190667739405	1.4481094127111801E-3	Appointed	Male 	Female	Not Disclosed	0.15416666666666701	0.84583333333333399	0	Graph 13 - Staff Disciplined by Gender
Disciplinary	Female	Male	0.78923766816143504	0.21076233183856499	Workforce	Female	Male	0.80253482972136103	0.197465170278638	Graph 14 - Staff Raising a Grievance by Gender
Grievance	Female	Male	0.5625	0.4375	Workforce	Female	Male	0.80253482972136103	0.197465170278638	Graph 15 - Disability Comparison Jan 2013 to Jan 2014
Jan-14	No	Not Declared	Undefined	Yes	0.69291795665634703	0.18895123839009301	9.6555727554179696E-2	2.1575077399380801E-2	Jan-13	No	Not Declared	Undefined	Yes	0.61677695601401406	0.17477617750097299	0.18723238614246801	2.1214480342545701E-2	Graph 16 - Percentage of Disabled Staff by Grade
Yes	Band 1	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	Junior Medics	Senior Medics	Senior Managers	4.33839479392625E-2	2.1022727272727301E-2	2.55591054313099E-2	2.75344180225282E-2	2.26795464090719E-2	2.16147488874762E-2	2.1040974529346699E-2	1.13636363636364E-2	2.8846153846153799E-2	2.32558139534884E-2	0.04	0	0.01	0	6.2111801242236099E-3	0	Graph 17 - Application to Appointment of Disabled Candidates Aug - Dec 2012 and 2013
Yes	Applied Jan 14	Shortlisted Jan 14	Appointed Jan 14	Applied Jan 13	Shortlisted Jan 13	Appointed Jan 13	3.4361812900750799E-2	4.1457489878542503E-2	2.7282266526757599E-2	3.2014635261833999E-2	3.4373194685153097E-2	1.89075630252101E-2	Graph 18 - HEFT Age Profile Jan 2013 Compared to Jan 2014
Trustwide Jan 2014	16 - 20	21 - 25	26 - 30	31 - 35	36 - 40	41 - 45	46 - 50	51 - 55	56 - 60	61 - 65	66+	5.0309597523219797E-3	7.59481424148606E-2	0.12016253869969	0.121226780185759	0.122291021671827	0.14512383900928799	0.14338235294117599	0.12732198142414899	8.5816563467492404E-2	4.06346749226007E-2	1.3061145510835899E-2	Trustwide Jan 2013	16 - 20	21 - 25	26 - 30	31 - 35	36 - 40	41 - 45	46 - 50	51 - 55	56 - 60	61 - 65	66+	3.79525107045543E-3	7.3861424678863405E-2	0.114052160373686	0.12125340599455001	0.130595562475671	0.14558193849747	0.145095367847412	0.12592448423511099	8.7290774620474895E-2	3.9120280264694399E-2	1.3429349941611501E-2	Graph 19 - Qualified Nursing and Midwifery Age Profile Jan 2013 and Jan 2014
Jan-14	16 - 20	21 - 25	26 - 30	31 - 35	36 - 40	41 - 45	46 - 50	51 - 55	56 - 60	61 - 65	66+	2.9282576866764302E-4	8.2284040995607696E-2	0.11010248901903399	0.13294289897511	0.16691068814055601	0.16046852122986799	0.149341142020498	0.10629575402635499	6.2957540263543194E-2	2.3718887262079099E-2	4.6852122986822901E-3	Jan-13	16 - 20	21 - 25	26 - 30	31 - 35	36 - 40	41 - 45	46 - 50	51 - 55	56 - 60	61 - 65	66+	0	6.7826599823061107E-2	0.105278678855795	0.13742258920672401	0.176938956060159	0.16248894131524599	0.151577705691536	0.111766440578001	5.8684753759952801E-2	2.27071660277205E-2	5.3081686818047804E-3	Graph 20 - Consultant Age Profile Jan 2013 compared to Jan 2014
Jan-14	31 - 35	36 - 40	41 - 45	46 - 50	51 - 55	56 - 60	61 - 65	66+	0.03	0.16500000000000001	0.23499999999999999	0.21249999999999999	0.18	0.11	5.2499999999999998E-2	1.4999999999999999E-2	Jan-13	31 - 35	36 - 40	41 - 45	46 - 50	51 - 55	56 - 60	61 - 65	66+	2.5125628140703501E-2	0.16834170854271399	0.26884422110552803	0.20603015075376899	0.15075376884422101	0.120603015075377	5.0251256281407003E-2	1.00502512562814E-2	Graph 21 - Age profile of Maintenance Staff in Post as at Jan '14
MNT	16 - 20	21 - 25	26 - 30	31 - 35	36 - 40	41 - 45	46 - 50	51 - 55	56 - 60	61 - 65	66+	9.9009900990099202E-3	4.95049504950495E-2	4.95049504950495E-2	7.9207920792079195E-2	2.9702970297029702E-2	8.9108910891089202E-2	0.18811881188118801	0.13861386138613899	0.237623762376238	0.12871287128712899	0	Graph 21 - Recruitment by Age between Aug '13 and Jan '14
Applied	Age Under 20	Age 20-24	Age 25-29	Age 30-34	Age 35-39	Age 40-44	Age 45-49	Age 50-54	Age 55-59	Age 60-64	Age 65-69	Age 70+	2.58268402985888E-2	0.218438402441018	0.21947365553315501	0.155669372854574	0.11327848308178499	9.7313790660927199E-2	8.3419604424344596E-2	5.4432517844494203E-2	2.5990301313136802E-2	5.0672914509889396E-3	8.1730507274015097E-4	2.7243502424671799E-4	Shortlisted	Age Under 20	Age 20-24	Age 25-29	Age 30-34	Age 35-39	Age 40-44	Age 45-49	Age 50-54	Age 55-59	Age 60-64	Age 65-69	Age 70+	1.6733708769107E-2	0.203057119871279	0.18889782783588099	0.152212389380531	0.116331456154465	0.11971037811745799	0.10555108608206	6.5004022526146496E-2	2.68704746580853E-2	4.6661303298471402E-3	9.6540627514078801E-4	0	Appointed	Age Under 20	Age 20-24	Age 25-29	Age 30-34	Age 35-39	Age 40-44	Age 45-49	Age 50-54	Age 55-59	Age 60-64	Age 65-69	Age 70+	1.4583333333333301E-2	0.235416666666667	0.19895833333333399	0.120833333333333	0.13750000000000001	0.117708333333333	9.4791666666666802E-2	5.8333333333333397E-2	1.97916666666667E-2	2.0833333333333398E-3	0	0	Graph 22 - Percentage of Leavers by Age Band
%	16 - 20	21 - 25	26 - 30	31 - 35	36 - 40	41 - 45	46 - 50	51 - 55	56 - 60	61 - 65	66 - 70	71 	&	 above	5.0420168067226902E-3	0.12436974789916	0.13781512605042001	0.127731092436975	0.107563025210084	0.110084033613445	9.2436974789915902E-2	7.7310924369747999E-2	0.105882352941177	7.6470588235294096E-2	2.60504201680672E-2	9.2436974789915898E-3	Graph 23 - Appraisals by Age Profile
No	16 - 20	21 - 25	26 - 30	31 - 35	36 - 40	41 - 45	46 - 50	51 - 55	56 - 60	61 - 65	66+	0.84615384615384703	0.71719745222929998	0.54347826086956497	0.486033519553073	0.405063291139241	0.374	0.33805668016194401	0.32294832826747799	0.341600901916573	0.32619047619047598	0.30370370370370398	Yes	16 - 20	21 - 25	26 - 30	31 - 35	36 - 40	41 - 45	46 - 50	51 - 55	56 - 60	61 - 65	66+	0.15384615384615399	0.28280254777070102	0.45652173913043498	0.51396648044692705	0.594936708860759	0.626	0.66194331983805699	0.67705167173252301	0.658399098083428	0.67380952380952497	0.69629629629629697	Graph 24 - Religion and Belief of the Workforce against Local Population  Jan 2014
HEFT POP %	Christian	Buddhist	Hindu	Jewish	Muslim	Sikh	Other Religion	No Religion	Religion Not Stated	0.53486569279889895	2.5811925620764101E-3	1.2682770582242099E-2	1.21477907376929E-3	0.17729981701644801	1.41940034552201E-2	2.9117215106195201E-3	0.18615254081350999	6.2986209787064401E-2	HEFT Staff %	Christian	Buddhist	Hindu	Jewish	Muslim	Sikh	Other Religion	No Religion	Religion Not Stated	0.22439999999999999	1.5E-3	6.3E-3	1E-4	2.5700000000000001E-2	8.0000000000000106E-3	3.7100000000000001E-2	2.8000000000000001E-2	0.66890000000000105	



Graph 25 - Sexual Orientation at Jan 2014
%	Bisexual	Gay	Heterosexual	I do not wish to disclose my sexual orientation	Lesbian	Not Stated	1.1609907120742999E-3	3.3862229102167201E-3	0.33001160990712097	4.0441176470588203E-2	1.64473684210526E-3	0.62335526315789502	image2.png
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