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1	Introduction
York and Scarborough Teaching Hospital NHS Foundation Trust provides a comprehensive range of acute hospital and specialist healthcare services for approximately 800,000 people living in and around York, North Yorkshire, North East Yorkshire and Ryedale - an area covering 3,400 square miles. We have a workforce of around 8400 working across our hospitals and in the community.
For information about our hospital please visit;

https://www.yorkhospitals.nhs.uk/about-us/
From the 1 November 2021, the pathology services operated by the York and Scarborough Teaching Hospitals Foundation Trust (YSTHFT) and Hull University Teaching Hospitals NHS Trust (HUTH) formed a new network Pathology service - Scarborough Hull York Pathology Service (also known as SHYPS). This service brings with it around 300 additional staff; further information can be found here 
https://www.yorkhospitals.nhs.uk/our-services/a-z-of-services/pathology-scarborough-hull-york-pathology-services/













2 	Our Staff Equality and Diversity Commitment

York and Scarborough Teaching Hospitals NHS Foundation Trust are dedicated to encouraging a supportive and inclusive culture that fully embraces the diversity of its workforce and celebrates individual differences.

We are committed to providing equality and fairness to all our staff ensuring we provide no less favourable treatment on the grounds of age, disability, gender re-assignment, marriage and civil partnership, pregnancy and maternity, race, ethnic origin, colour, nationality, national origin, religion or belief or sex and sexual orientation.  

We have a zero tolerance approach to discrimination on any grounds and we ensure that through our policies and procedures that our workforce is treated fairly and with respect.

York and Scarborough Teaching Hospitals NHS Foundation Trust commits to:

· being an organisation that is welcoming and accessible to all 
· ensuring that there are no barriers to accessing jobs, training or promotion
· listening to the voices in our communities, through local and national initiatives to continue to ensure that roles are accessible to all protected groups 
· not tolerating any forms of discrimination and will challenge it wherever we see it, ensuring that equality, diversity and inclusion is everybody’s business –  continuing to embed our revised values and behavioural expectations; a ‘just culture’ and learning environment for all
· acting on staff feedback
· developing interventions which help our staff to understand and support one another for the benefit of each other and patients in our care 
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Polly McMeekin					Simon Morritt
Director of Workforce and OD		Chief Executive


3	The Legal Bit
This report sets out how as a Trust we have met our responsibilities under the public sector equality duty. 

A separate report is produced for York Teaching Hospital Facilities Management (LLP)

3.1	Public Sector Equality Duty 

Under the Equality Act 2010, all public sector employers must abide by the Public Sector Equality Duty (PSED). The PSED has three key aims, which are:  

1. 	Eliminate discrimination, harassment, and victimisation 
2. 	Advance equality of opportunity between people who share a protected characteristic and people who do not  
3. 	Foster good relations between people who share a protected characteristic and those who do not 

The Act explains that having due regard for advancing equality involves: 

• 	Removing or minimising disadvantages suffered by people due to their protected characteristics 
• 	Taking steps to meet the needs of people from protected groups where these are different from the needs of other people 
• 	Encouraging people from protected groups to participate in public life or in other activities where their participation is disproportionately low

4	Other National and NHS reporting requirements
4.1	Gender Pay Gap

The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017 (the Regulations) require public sector organisations with over 250 employees to report on and publish their gender pay gap on a yearly basis. The purpose of the report is to identify gender pay inequalities.

4.2	Workforce Race Equality Standard (WRES)
Implementing the Workforce Race Equality Standard (WRES) is a requirement for NHS commissioners and NHS healthcare providers including independent organisations, through the NHS standard contract.

The WRES is a set of metrics that demonstrates our progress against a number of indicators of race equality.
4.3	Workforce Disability Equality Standard (WDES)
The Workforce Disability Equality Standard (WDES) is a set of ten specific measures (metrics) that will enable NHS provider organisations to compare the experiences of Disabled and non-disabled staff. 
This report will set out our achievements and areas for development in relation to Equality, Diversity and Inclusion specifically for our workforce. 
Please note that the report does not intend to duplicate information or actions as set out in our Gender Pay Gap report or WRES and WDES outcomes and the associated single Equality Action plan. 
For further information please go to 
https://www.yorkhospitals.nhs.uk/about-us/equality-and-diversity/



5	Updating our Equality Objectives
The financial year 2019/20 was the final year of the equality objectives, set in April 2012.  In July 2019, the Trust made a conscious decision to separate the equality and diversity agenda into three work streams to ensure all three standards of the agenda were able to move forward.  

The three work streams are:

	Work stream
	Executive Director Responsibility
	Operational Lead

	Patients
	Chief Nurse
	Lead for Patient Equality and Diversity

	Building Environment
	Chief Nurse
	Inclusive Built Environment Lead

	
Workforce
	Director of Workforce and Organisational Development
	Care Group 3 Workforce Lead and Human Resources Business Partner



The Equality objectives 2020-2024 for the Workforce work stream are as follows;
 
1. To be regarded as a fully inclusive employer by
1. Continuously reviewing our recruitment processes to remove any unintended bias – this is also an expectation from the NHS People Plan
1. Continuing to undertake activity which ensures we maintain our ‘Disability Confident’ status
1. Engaging with members of our community, local charities and internal stakeholders to become a fully diverse employer that is reflective of society.
 
2. To contribute to the overall workforce retention strategy by 
1. Working to reduce inequalities experienced by staff from across the protected characteristics by engaging with key stakeholders to fully implement the Trust’s ED&I action plans, which include Gender Pay Gap, Disability Confident, WRES, WDES and also, the annual staff survey action plan.
1. Providing a voice to our workforce through the development and implementation of staff networks
1. Fully equipping our workforce through training and development to proactively support staff to work in an equal, diverse and inclusive manner and environment.
1. Ensuring that our HR policies and procedures support the needs of a diverse workforce.
1. Supporting our staff to work flexibly wherever possible

Due to the development of the new work streams and revision of our Equality Objectives; this report demonstrates key actions and achievements during the 2019/2020 reporting year and our forward plan for Equality, Diversity and Inclusion rather than focus specifically on comparative year on year narrative.

We maintain a strong focus on creating a values based inclusive culture, which starts with our recruitment and selection of staff and is further achieved through staff development and appropriately challenging inappropriate behaviours within a culture of learning.

[bookmark: _GoBack]We acknowledge there is always more work to do; our commitment to specific targeted activity can be found in our single equality action plan (https://www.yorkhospitals.nhs.uk/seecmsfile/?id=6011) and our gender pay gap action plan (https://www.yorkhospitals.nhs.uk/seecmsfile/?id=5678).

6	Governance

The Trust retains its existing governance structure with Equality, Diversity and Inclusion activity being scrutinised by the Fairness Forum, which is made up from representatives from across the Trust and key stakeholders from our communities, and signed off at executive level by the Trust Resources Committee. At the time of writing this report, this structure is under review.

7	Equality and Diversity in Action

7.1	‘Widening the Net’ A Non-Executive Director Development Programme
A development programme is being established in partnership with the University of York and health care partners across our region with the ultimate aim to create a more diverse NED recruitment pipeline.
The proposed programme will offer participants development opportunities to enable them to feel confident to apply for and undertake a Non-Executive Director role. 
The programme is still under development and has unfortunately been delayed by the COVID pandemic. It is  anticipated that the programme will span several months and will include  theory input, ( for example governance, NHS finance, patient safety)  executive director  level mentorship,  executive level coaching, focused learning sets that link theory input to operational practice, “shadow board” scenario work, & real time board observation. 
In responding to the limited diversity among our local population; this year the Trust’s constitution has been amended to allow for ‘out of area’ NED / Governor recruitment/election to occur. .  

In this this year’s governor elections one member from out of area was nominated / elected.  

The Trust currently has 26 Governors, with one vacancy 12 are female, 14 are males (of which 3 are from Black, Asian and minority ethnic backgrounds).

7.2 	Agile and Flexible working
Almost overnight the hospital and services had to start working in completely different ways to respond to COVID-19.  There has been a marked increase in agile and remote working; many colleagues have noted that this has resulted in better productivity, with less time spent travelling (with the additional benefit of reduced air pollution), and better turnout at meetings, as well as improved work-life balance.
Overwhelmingly, the feedback suggests that we should be optimistic about new, forward thinking, open minded, flexible ways of delivering the highest standards of patient care that we have always aspired to.
Our key principles with regard to agile and flexible working are;
· All job roles are advertised as being available for flexible working patterns 
· Managers should be open to all clinical and non-clinical permanent roles being flexible.
· Flexible working should be covered in standard induction conversations for new starters and in annual appraisals.
· Requesting flexibility – whether in hours or location, should (as far as possible) be offered, regardless of role, team, banding, etc.
· We must respond to individual need, supporting our diverse workforce through flexibility in working hours to accommodate for example, prayer time, child care, caring responsibilities and or as part of a reasonable adjustments package.
Further we are fully committed to the NHS flex for the future programme, this programme remains in its infancy and progress will be reported on in the Trust’s 2022 report.


7.3   Reverse mentoring scheme

Following workshops for Mentors and Mentees, sixteen mentoring pairs have been created pilot as part of a Reverse Mentoring programme where staff from Black, Asian and Minority Ethnic backgrounds will mentor senior staff though a series of confidential one to one conversations, aimed at providing the opportunity for the sharing of lived experience and shaping of themes for change.  Participants on the programme will be supported throughout by the ODIL Team and after evaluation, it is hoped that the programme will be extended to other minority staff groups following this pilot.

8	Communication and Engagement

8.1	Our Values
Following the co-production in 2019/2020 with staff of our values and behaviours framework, the Trust is currently embedding values ambassadors across the Trust.  The values ambassadors are members of staff who have volunteered their time to help affect change in the organisation.
To support these ambassadors, the Trust organisational development team have devised and have begun the role out of in-house development sessions; with further initiatives to follow.
These co-created values are the powerful principles that should guide everything we do as a Trust.  As a reminder our agreed values and behaviours framework is as follows:

We are KIND meaning we:
· Respect and value each other
· Treat each other fairly
· Are helpful and seek help when we need it
 
We are OPEN meaning we:
· Listen, making sure we truly understand the point of view of others
· Work collaboratively, to deliver the best possible outcomes
· Are inclusive, demonstrating that everyone’s voice matters
 
We pursue EXCELLENCE meaning we:
· Are professional and take pride in our work, always seeking to do our best
· Demonstrate integrity, always seeking to do the right thing
· Are ambitious, we suggest new ideas and find ways to take them   forward, and we support others to do the same

8.2	Investing in our Leaders, Managers and Supervisors 
Workshops were initially rolled out in 2019 for those newly promoted to supervisory roles, but also any existing supervisors and managers who may benefit from the opportunity to invest time in their own development around this subject.  The program evolved through 2019 into 2020 and was designed to supplement 1-1 staff development. 

The Trust is also launching a new and extended approach to leadership, management and supervision of people in 2022, aiming to better equip anyone in a leadership, management or supervisory roles with the necessary skills and confidence. 

It encourages behaviours which reflect the Trust’s values, promotes innovation and continuous improvement and provides development of practical skills needed to be a compassionate leader and productive, effective and reflective manager, delivering high quality care and services.   

The Trust recognises that everyone’s leadership management development journey will be different. This self-directed approach to development will allow delegates more flexibility, accessibility to topics and modules and will allow them to structure a unique programme in collaboration with their own line manager, specific to their development needs and priorities.  It encourages individuals to take responsibility for their continual personal and professional development and supports succession planning.   

8.3	Fully embedding the ‘Just Culture’ approach.

The Trust continues its undertaking to ‘place people before processes’ in a just and learning culture.

We recognise the value of appropriately engaging with our staff and therefore we remain absolutely committed to putting learning and reflection before sanction when something goes wrong. This approach can be seen throughout a wealth of our workforce policies and remains firmly on the agenda with new / ongoing policy reviews.

This approach challenges the role of unconscious bias when make decisions and will ensure all individuals are consistently treated equally and fairly no matter what their staff group, profession or background.

A ‘just culture’ ensures:

· A rigorous decision making methodology

· A learning approach to errors and incidents is adopted 

· Learning is favoured over sanction wherever possible


9	Supporting Staff
9.1	Lesbian, Gay, Bi-sexual and Transsexual (LGBTQ+) Network

The Trust continues to work with the Lesbian, Gay, Bi-sexual and Trans (LGBTQ+) Network. This network comprises of staff who have volunteered with the common aim to:

· Provide a safe environment to raise issues

· Give information, guidance and support to staff

· Contribute to staff development activities and awareness events

· Assist colleagues to assess impact of policy etc. to ensure inclusivity

· Signpost and support people to live the Trust values

9.2	Race Equality Network
The Race Equality Network continues to develop working to the vision that it will; 

“Champion inclusivity within the workplace, through recognising diversity and naturally embedding cultural change that harnesses fairness, equality and equity in everything that we do. 

To create an environment that promotes a level playing field providing opportunities for personal development and career progression. 

To work collaboratively with colleagues from all backgrounds and ethnicities irrespective of grade/ role, respecting their voice as equals to drive positive change that is in congruent to our Trust Values, to achieve the wider Trust Vision whilst remaining patient centric.” 

The network has now been established for a year and continues to grow with a membership which reflects the diverse ethnic backgrounds from across the Trust.

It has developed a clear vision for year ahead which is to tackle some of the issues the Trust and wider NHS face, providing appropriate levels of challenge and continuing to develop a network of ally ship. 

The network is committed to working with the Trust to progress the actions that have arisen through the WRES action plan, to providing staff advocacy, influencing Trust Policy and continuing to work with the recruitment team to ensure there is no racial bias in the Trust recruitment process. 

9.3	Enable 

During early 2021, a network has been set up in the Trust by staff to support colleagues with disabilities, serious or long term health conditions; this network is open to all colleagues across the Trust sites.  

The network, whilst in its infancy has already provided invaluable input to the wider organisation on the development of policies and procedures

The network has a voice and escalation route through the Trust governance structure.

9.4	Caring4Carers

In June 2021, the Cares network was formally launched in the Trust. The Trust is accredited by York Cares as a Carer friendly organisation.  

As with Enable, Caring4Carers has already provided invaluable input to the wider organisation on the development of policies and procedures; is championed by the Deputy Director of Workforce and has a voice and escalation route through the Trust governance structure.

9.5	Chaplaincy Service
The Trust has a chaplaincy service; our chaplains work with staff with any faith or no faith and are active members of the Trust Fairness Forum ensuring that all faiths have a voice in the organisation. A Non-Religious volunteer recently commenced in post with the Trust. She is an accredited member of the NRPSN and works as a celebrant accredited by Humanists UK. They also have a Muslim, Buddhist and Sikh volunteer on the team as volunteers and one of the part-time chaplains is listed as offering a non-religious/humanist service.
Thanks to a BAME grant from NHS Charities Together the Trust has been able to refurbish the male and female pray rooms and also created ablution facilities installing Wudu stations in the male and female wash rooms at Scarborough Hospital.
On 1st December 2021 a business case was approved by the Trust to create a permanent ablution room at York Hospital. These facilities will allow individuals to appropriately observe their religious beliefs. 
9.6	Freedom to Speak Up and the Fairness Champions
The Freedom to Speak up Guardian continues to provide staff with a safe space to raise concerns, enabling staff to ‘speak up’ about anything that may get in the way of delivering safe, high quality care or affects their experience in the workplace. The Freedom to Speak up Guardian is supported by a network of Fairness Champions, who promote and role model fairness, diversity and inclusivity. Fairness Champions listen to staff, provide support and signpost accordingly. 

Unfortunately, we have seen a small reduction in the number of active Fairness Champions since the COVID-19 pandemic began, but work is underway to re-invigorate this role and understand how the Fairness Champions can work collaboratively as appropriate with the Trust values ambassadors. 

9.7	Trade Unions / Staff Representatives

The Trust continues to work in partnership with our trade unions and staff side representatives. This ensures that we are developing and applying all of our employment policies with fairness and equality and enables us to live our ‘just culture’ approach.
Trade unions and staff representatives provide our staff with support and promote awareness of key issues.  They provide appropriate challenge to the Trust and by listening to their feedback and making changes accordingly means that we can continue to grow and improve as an organisation.
9.8	Protected Characteristics Data

The Trust acknowledges there is work to do to support staff in sharing their protected characteristics; by way of an example, we see a marked difference between the numbers of staff reporting a disability on the staff survey versus the data extracted from the staff records database; it must be noted that the staff survey represents only the percentage of the workforce that completed it. 

Initial engagement has begun with the staff networks and freedom to speak up guardian on what barriers might exist for staff sharing their equality data and how the Trust might overcome these.

10	Equality and Diversity Resources 
Resources are now available on the staff intranet. These include fact sheets, videos and signposting to external resources. These pages will continue to develop over time in response to what we hear from our staff would be helpful.
We listen to our employees and run workshops that support for example, individuals experiencing menopause or those considering retirement.
11	Key Achievements and Accreditations
11.1	Armed Forces Covenant
The Defence Employer Recognition Scheme (ERS) encourages employers to support defence and inspire others to do the same. The scheme encompasses bronze, silver and gold awards for employer organisations the pledge, demonstrate or advocate to support defence and the armed forces community, and align their values with the Armed Forces Covenant (an extract of which is set out below).  In 2020, we achieved a gold award for our work.
The Trust recognises the value serving personnel, reservists, veterans and military families bring to our business. We will seek to uphold the principles of the Armed Forces Covenant, by:

· promoting the fact that we are an armed forces-friendly organisation;
· seeking to support the employment of veterans young and old and working with the Career Transition Partnership (CTP), in order to establish a tailored employment pathway for Service Leavers;
· striving to support the employment of Service spouses and partners;
· endeavouring to offer a degree of flexibility in granting  leave for Service spouses and partners before, during and after a partner’s deployment;
· seeking to support our employees who choose to be members of the Reserve forces, including by accommodating their training and deployment where possible;
· offering support to our local cadet units, either in our local community or in local schools, where possible;
· aiming to actively participate in Armed Forces Day;
· offering a discount to members of the Armed Forces Community;

We will publicise these commitments through our website and recruiting processes, setting out how we will seek to honour them and inviting feedback from the Service community and our customers on how we are doing. 

11.2	Disability Confident and a Mindful Employer

During 2021 we achieved disability confident reaccreditation. After submitting a wealth of information to Mindful employer on its wide ranging suite of health and wellbeing offerings for staff; we were successful in retaining Mindful Employer status. 

11.3	Good Business Charter 

In June 2021 the Trust became accredited with the Good Business Charter in recognition of the employment practices across the organisation.  

11.4	York Human Rights City

The Trust continues its commitment to York: Human Rights City Network.    This is a project which aims to make York the UK’s first Human Rights City and comprises a range of voluntary, faith and public sector organisations.  

12	Recruitment and Selection 
The Trust continues to emphasise the importance of a values-based recruitment (VBR) approach through its recruitment strategy. All recruitment campaigns which are centrally supported by the HR team utilise VBR methodology.  The VBR approach relies on the attraction and selection of new staff according to their motivations and drivers, and ensures that experience and qualifications are not given a disproportionate level of attention in the selection process.  Research has shown that values-based recruitment increases workforce diversity as it takes a much broader view, not only of applicants, but of the attributes which make someone suitable to undertake a particular role. 

The Trust’s Recruitment & Selection training, which is available to all staff, promotes a values based approach. The content of this training course is continually under review to ensure that it reflects current legislation and best practice. Due to COVID this course was developed to enable us to deliver it remotely, and we are working with the Race Equality Network to help make further improvements both in our Recruitment & Selection Training and in our recruitment practices generally. 

We are also linking with the Disability Network to inform our recruitment processes.  Members of the recruitment team have attended unconscious bias training and this has been incorporated into the Recruitment & Selection training in relation to interviewing.

We are a Disability Confident employer and eligible candidates are offered a guaranteed interview if they meet the essential criteria for the role.

A recent recruitment episode involved using an adapted application form which incorporated pictures to help applicants to understand what information was required.  This was completed in paper form to make it easier for the candidates.  Interviews were held informally and in the format of a conversation rather than formal questions.  

12.1	Careers Events

Attending careers and recruitment-related events hosted in schools, colleges and universities in our community was halted during COVID and is just starting to recommence. We are part of the Humber Coast and Vale Ambassador Scheme which promotes partnership working across health and social care to ultimately promote the diversity of careers across the sector.  

12.2	International Recruitment 

We continue with our project to recruit nurses from overseas to work in both York and Scarborough. On arrival they work as Band 4 pre-registered nurses while they study for the exam which will enable them to register with the NMC and ultimately work as a nurse in the Trust. 

168 International Nurses have arrived at the Trust since the beginning of January 2021 with a further 36 due to arrive in the next 4 weeks.

We expect to continue with the project throughout 2022/2023.  We are also working with NHSEI to recruit international midwives.  The first arrivals are expected in summer 2022.  

NHSEI have selected our Trust to host the training programme for the international midwives and we will be working with them to recruit appropriate staff to deliver the programme and to procure the necessary equipment.  In addition we have committed to NHSEI to start working with them on their Refugee Nurse programme in early 2022.

12.3	The East Coast Recruitment Project 

The East Coast Recruitment Project provides a tailored consultancy service analysing, identifying and strategically planning for recruitment to hard-to-fill medical staffing vacancies in the Trust, with a priority focus on first the East Coast, and second the Medical and Dental staff group.  

The project drives the development of alternative approaches to source medical candidates through short, medium and long-term pipelines and includes a focus on international recruitment.

28 doctors have been appointed via this alternative recruitment route in the period this report covers.

12.4	Consultant Recruitment

The Trust has ‘modernised’ and changed our Consultant Interview Panel process, seeking to focus our attention at interview on the really important priority of getting to know our candidates in a rounded way, so that the interview is about the candidate and their career in our trust, not about serving our systems and processes. 

12.5	Racial Disparity Ratios
 
Race Disparity Ratio is the difference in proportion of BAME staff at various Agenda for Change bands in a Trust compared to proportion of White staff at those bands. NHS England and Improvement have requested Trusts devise an action plan to increase the number of staff from a black and minority ethnic background in different roles and bands across the organisation, including nursing and midwifery, healthcare science and leadership posts. Our action Plan focuses on fully understanding any potential barriers in our recruitment, talent management and leadership programmes and how we remove them.
 
13	Staff Learning and Development
13.1	Apprenticeships

Since the implementation of the Apprenticeship reforms (England) in April 2017; the Trust has supported a range of apprenticeship programmes. Apprenticeship opportunities are available to new recruits or existing employees; to enable individuals to develop the knowledge, skills and behaviours required for their role or future career aspirations.

Apprenticeship programme levels range from Level 2 (GCSE equivalent) to Level 7 (Masters Equivalent). The Apprenticeship Team liaises closely with the apprentices, managers and training providers to ensure that apprenticeship programmes are fit for purpose, equitable, inclusive and enable the individual learning needs of the apprentice to be met. This includes identifying any special educational needs and disabilities at the onset to ensure that appropriate support is enabled throughout the apprenticeship programme.

The Trust have been early adopters of the Health Education England’s (HEE) ‘Talent for Care’ initiative to support all employees requiring training or upskilling in numeracy, literacy and digital skills. This means all our employees to have free access to training in numeracy, literacy and digital skills.

The Trust provides guidance for alternative funded provision to enable access to functional skills training for employees who prefer a face-to-face approach, require any additional learning support, especially when English is the second language; thus ensuring equality and diversity compliance. 

Apprenticeships are an excellent opportunity to support the widening participation agenda and offer a continuation route for trainees, participants on Kick-Start programmes and learners wishing to progress progressing from industry placements.

The Apprenticeship Team provides high levels of on-programme learning support through sub-contracting agreements as well as form and informal arrangements with training providers.

Learner progress is monitored and collaborative working with training providers means learners are supported to achieve programme outcomes, with breaks in learning arranged where individual circumstances make this the best option for an apprentice.  

 13.2 	Apprenticeships Plans

· During National Apprentice Week from the 7th to the 11th February 2022 we plan to celebrate our apprentices and reinforce the value of apprenticeships across the Trust.

· We will continue to focus on how we engage with young people through careers events, the NHS Ambassadors scheme and working with organisations such as North Yorkshire Business and Education Partnership and Health Education England, to maximise apprenticeship opportunities.

14 	Our Statistics
We have created a separate document which presents our workforce statistics other than those that can already be found in the WRES, WDES and Gender Pay Gap submissions and reports. These statistics form the basis of current and future activity.
For further information please go to
https://www.yorkhospitals.nhs.uk/about-us/equality-and-diversity/
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