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The Employment duty under the Equality Act 2010 obliges public bodies 
to report on a range of workforce monitoring areas for the protected 
characteristics of “disability, ethnicity, gender, transgender, sexual orientation, 
religion & belief, age, marital status and pregnancy and maternity” for staff-
in-post, applicants for jobs, promotion and training as well as the results of 
training, disciplinary and grievance procedures, performance appraisal and 
leavers. 

In addition to this the Vital Connection Department of Health document 
requires that the Trust also monitors bullying and harassment, violence and 
aggression, sickness absence, applicants for flexible working and special 
leave, staff returning from maternity leave at the same level as percentage 
of staff taking maternity leave, percentage of staff from professional groups 
working part-time and all of the workforce areas above  reported by full-time/
part-time status, occupation code, and length of service..

The breadth of the workforce equality monitoring produced was agreed in 
the Single Equality and Human Rights scheme (SEHRS) 2009 – 2012. 

Introduction



Page 3

The purpose of this paper is to set out the results of employment monitoring 
between 1 April 2011 and 31 March 2012, to meet statutory obligations and  
publish this equality data on the Trust’s external website and to understand 
the workforce profile and the equality of employment policy and practices 
in the hospital.  This intelligence will enable action to be taken to remove 
any potential for discrimination, promote equality and foster good relations 
between people with different backgrounds.
 
The equality monitoring data presented in this report is from ESR (electronic 
staff record).  In 2008/09 a data cleanse project “My details” was undertook 
to increase confidence in existing data, reduce the number of blanks in 
equality data and collect equality monitoring information particularly in 
relation to sexual orientation and religion and belief that had not historically 
been collected in the hospital.  Although this exercise has increased disclosure 
of equality data it should be noted that as at March 2011 there is still a level 
of undisclosed data for some protected characteristics. 

Equal opportunities monitoring information is captured on the standard 
application form on NHS jobs, this interface automatically transfers equality 
data to ESR for new appointments.   Therefore by a process of natural attrition 
the % of complete equality data will increase on a year on year basis as staff 
leave the Trust and are replaced. 

The completion levels of disclosed data for each characteristic reported at end 
of March 2012 are detailed below:

Gender 100%

Age 100%

Disability 60.27% (over 4% increase in disclosure since 10/11)

Religion 55.3% (over 3% increase in disclosure since 10/11)

Sexual Orientation 55/3% (over 3% increase in disclosure since 10/11)

Ethnicity 95.41%

Staff Group 100%

PT/FT Status 100%

Marital Status 100%

Pregnancy & Maternity 100%

Purpose
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Staff are encouraged to disclose their protected characteristics but always have the option I do not wish to 
disclose.  The current I do not wish to disclose figures are:

Disability 39.73%

Religion 44.64%

Sexual Orientation 44.71%

Ethnicity 4.59%

To increase disclosure staff need to understand the rationale for equality monitoring and how it will be used 
to improve HR policy and practice.  The 3 key protected characteristics that we need to increase disclosure for 
are disability, religion and sexual orientation.

Non-disclosure (choosing to specify I do not wish to disclose) should be borne in mind when interpreting the 
data.

Gathering reliable workforce diversity data remains an important issue in order to plan and analyse employment 
data effectively.  Although diversity data collection has improved in 2011-12, it still remains a challenge to 
achieve sufficient disclosure for all protected characteristics to allow analysis of workforce data by diversity 
to be meaningful.  There are still some gaps that need to be closed in order to effectively meet statutory 
reporting duties and these are detailed where appropriate throughout the report.   
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Occupational Group
The Trust employed 5581 staff on 31st March 2012. The composition of the 
workforce by occupational group is shown in Table 1. Nursing and midwifery 
represents the largest staff group, accounting for 30.82 % of the workforce 
this is a slight decrease from 32% of the workforce in 10/11.  Almost a 
quarter (24.4 %) of the workforce is employed in an Admin and Clerical 
capacity. Additional Clinical Services makes up 15.75 % of the workforce and 
Medical and Dental staff equate to 10.43 % of the workforce (an increase 
from 9% of the workforce in 10/11).

Age
The majority of the workforce employed are almost equally distributed in the 
age groups between 26-55, with between 12 & 14 % in each group; in total 
accounting for 80 % of the workforce. 

The age group 0-16 represents  less than 0.2 % of  the workforce employed. 
This is reflective of the national demography (it is anticipated that 41% of 
the population will be over 60 by 2033, office of national statistics) and the 
fact that the number of school leavers is reducing, and the number of staff 
employed in this group has decreased since last year.  The age group 21-25 
is also under-represented at 4.9% of the workforce (a decrease from 6% 
last year).  This could be influenced by the level of education/experience/
qualifications required for roles.  

A  person specification screening tool was introduced in to the recruitment 
process in 2008 to identify and remove any discriminatory language from role 
descriptions and person specifications that may have previously inadvertently 
blocked applicants from applying for roles.  The percentage of staff employed 
in the age group over 61 is also significantly less than in the rest of the 
workforce at 5.36 % however this has increased very slightly from 5.04% 
in 09-10 and 5.08% in 10-11. The trust has a Flexible Retirement policy 
that allows staff to manage their retirement, following the removal of the 
statutory default retirement age.  The Trust is a DWP Age Positive employer 
and this is demonstrated in the age diversity of the workforce.

Ethnicity
Overall, the Trust employs 11.37 % BME staff (for the purpose of this report 
BME is defined as any ethnic group other than White British/White Irish) and 
83.18 % White British/White Irish, the percentage of BME staff has decreased 
very slightly in the last year.   Work remains to be done to encourage the 
outstanding 5 % of employees to disclose their ethnicity in future staff 
surveys.  

Staff in Post
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The estimated BME population from the ONS statistics (any other ethnic group than White British/White Irish 
and White other local 2009 is 9% BME.   Our BME staff using this definition is 11.23% this demonstrates 
that BME staff are represented in line with the demography of the hospital at a whole organisation 
level.  Nationally the population is becoming more ethnically diverse and it is estimated that across England 
the proportion of white British has remained static between 2001 and 2009 where as the BME community has 
been growing by around 4.1% a year.  It is expected that the workforce profile would shift in the same way. 

Religion and Belief
This table depicts the breakdown of the workforce profile by religion / belief at a Trust level.  Almost half 
(47%) of our staff have stated that they do not wish to disclose their religion/belief or have chosen not to 
provide any data this is high when the 2001 census shows that only 15% of the population do not have a 
religion.  44.3% are Christian, an increase from 10-11 when it was 42%, 4.23% are Atheists.  Buddhism, 
Hinduism, Islam, Judaism, Sikhism and ‘other’ religions are all represented in small numbers in the workforce.  
Nationally 72% of the population are Christian.

Sexual orientation
Over half of the workforce declared that they are heterosexual 52.12 % and 32.34 % have stated that they do 
not wish to disclose their sexual orientation.  Less than 1 % of the workforce 0.93 % (52 staff) have declared 
that they are Lesbian, gay or bisexual and 14.6% of the workforce has not provided any data on their sexual 
orientation, this is low in comparison to stonewall estimation of over 6% LGB population. The number that 
have not provided any information has decreased from 20% in 09-10 to 18% in 10-11 and 14.6% in 11-12 
so this is improving.   The trust has joined the Stonewall Diversity Champions programme and by working with 
Stonewall and our Lesbian, Gay, Bisexual and Transgender Staff Network aims to increase staff confidence 
in disclosing sexual orientation for equality monitoring purposes and to increase the number of Lesbian, Gay 
and Bisexual staff that we employ.  

We actively promote international day against homophobia in the hospital and support and showcased the 
regional LGBT contribution to the NHS timeline in the last year and have an involvement in the annual 
Liverpool Pride Festival.  Our staff network is involved in the E & D Sub-Committee and we place recruitment 
advertisements in the Stonewall starting out recruitment guide and enter the Stonewall Workplace Equality 
Index 2013.

Gender
Nationally the population of England is approximately 50 percent male and 50 percent female (ONS) and no 
change is projected by 2033.  Three quarters of the workforce are female and 1 quarter male and this has 
remained constant from 09/10.  Males are significantly under-represented, which reflects the national 
workforce profile in the NHS.  This may be attributable to nursing and healthcare being a female dominated 
profession and historical gender occupational segregation.  
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Transgender
No staff have declared that the gender that they identify with now is not the gender that they were born 
in.  This data was collected via the data cleanse but is not currently collected on an ongoing basis via the 
national equal opportunities monitoring form on NHS Jobs.  There is no clear consensus on how to define the 
trans population its is likely that transsexual people represent only a small proportion of those who might be 
considered trans with estimates of around 1550 and 5000 nationally (ONS).  A Gender Reassignment policy 
was developed and implemented in the hospital in 2012 to support staff going through gender reassignment.

Disability
For 42.39% of our staff have not disclosed whether they have a disability.  There are 125 staff that have 
declared that they are disabled, which is 6 more than in 10-11 and equates to 2.24% of the workforce.  
55.37% of the workforce has declared that they do not consider themselves to be disabled.  Data is collected 
and recorded on an equal opportunities monitoring form in relation to impairment type however it is not 
currently possible to report on this from ESR.  We are exploring the ability to report on this in future reports.  
The Trust supports a Disabled staff network and is also a member of the Employers Forum on Disability and 
Mindful Employer. 

The Trust has the two ticks positive about disabled people accreditation, one of the benefits of which is the 
offer of a guarantee of interview for disabled applicants who meet minimum requirements for a role.  NHS 
Employers report than 1 in 8 employees is disabled nationally.  The Two Ticks accreditation was renewed in 
December 2011.

Working with the staff network the Trust needs to promote understanding of the definition of disability with 
staff and to provide a supportive environment for disclosure and opportunities to disclose at different points 
in employment e.g. via the annual PDR process, at occupational health appointments, at sickness review 
meetings etc.

Marital Status
We collect marital status routinely on the standard recruitment application form.  We have 100% complete 
data for marital status.  The majority of our staff are married (45%) closely followed by 39% single.  Only 
16 staff (0.28%) of the workforce are in a civil partnership.  The number of married couples decreased by 
100,000 between 2001 and 2010 to 12.2 million in 2010 and this is consistent with an increase in cohabiting 
couples and the general decrease in marriages since the early 1970’s.  

The proportion of adults who are married is projected to decrease over the next 25 years from 49% to 42% 
and the proportion of people who have never married is projected to increase from 35 to 43% and it is 
expected that the workforce profile will shift accordingly.  The civil partnership act was introduced in 2004, 
the number of staff in civil partnerships is expected to increase on a yearly basis.  
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In 10/11  there were 11032  applicants for employment with the trust which 
represents a significant increase  from 8507  in 09/10 and is reflective of the 
current economic climate and increased competition for available jobs, the 
number of jobs appointed to was 381, a decrease from 420 last year.  From all 
applicants just under a quarter (2470,22.22%) of applicants were short-listed 
and invited to interview and 381 appointed.  

Detailed tables breaking down applicants, short-listed and appointed staff 
by protected characteristics are detailed in the Recruitment Appendix.  The 
Trust has recently transferred to Capita for HR Services, the Trust will work 
with Capita to extend recruitment reporting to include marital status and 
pregnancy/maternity from next year. 

Gender 
Females accounted for 63.98 % of all applicants for employment with the 
trust (an increase from 59.47% of applicants in 10/11), 73.72% of people 
short listed and 76.38% of people appointed.  25.7.1%  of all of the female 
applicants were short-listed in comparison to 16.19 % of all of the male 
applicants.  From the short-listed applicants a slightly higher proportion 
of females were appointed than men. 13.93 % of males short-listed were 
appointed and 15.9%  of the short-listed females  were appointed.  

From the information above and monitoring information from 09/10 
& 10/11 it would appear that females are more likely to be short-listed 
and appointed than male applicants.  The HR Policy group are currently 
exploring this difference in terms of gender influence in completing the NHS 
application forms, short-listing and interview processes in the hospital.  It 
may help to ensure that male staff are included and represented on interview 
panels.

Disability
Applicants declaring a disability represented 3.91 % (433) of all applications 
which is a slight increase on the number of disabled applicants for employment 
last year. For another year this appears to indicate that confidence in working 
for the hospital and disclosing a disability is increasing in the disabled 
community.  4.33 % of people short-listed were disabled but only  2.36% of 
people appointed. 

In line with the Disability Two Ticks Scheme practiced by the Trust, those 
people who met the essential criteria for a post and requested that they 
were considered under the guaranteed interview scheme were automatically 
offered an interview, however not all disabled applicants wish to have a 
guaranteed interview.  

Applicants for Employment
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Of all the disabled applicants 24.71% were short-listed and 22.13% of the non-disabled applicants this 
appears to demonstrate that the guaranteed interview process is working in the hospital.  8.41 % of all short-
listed disabled applicants were appointed and 15.78% of non-disabled short-listed applicants were appointed.  

HR Services have guidance on managing disabled applicants in the recruitment process they also have access 
to the Employers Forum on Disability advice line, Disability Directions, for specialist advice and support if 
required.  It may help to ensure that disabled staff are included and represented on interview panels in the 
hospital.  

From the information above it appears that although disabled people are slightly more likely to 
be interviewed (possibly due to the use of the guaranteed interview scheme) non-disabled short-
listed people are almost twice as likely to be appointed as short-listed disabled people.  This issue is 
being investigated by the HR policy group to explore short-listing and interview processes in the hospital.  It 
may help to ensure that disabled staff are included and represented on interview panels.

We are unable to report on the number of disabled applicants at each stage who were considered on the 
guaranteed interview scheme, we have requested that the national NHS jobs website reporting facility is 
amended to enable us to extract this reporting detail for future years. 

Ethnicity
All ethnic groups were represented in our applicant, short-listing and appointed breakdowns, of which the 
highest number of applicants were White British (64.52%) which represents a slight increase  from 63% in 
10/11. This is followed by 793% Asian or Asian British Indian applicants and 5.58 % Black or Black British 
applicants. The percentage of Asian Indian, & Black British applicants has decreased slightly in the last year. 
BME applicants accounted for 32.8% of all job applications (an increase from 194% in 09/10) or excluding 
white other 27.34%, this is a good representation in relation to the ONS estimated population of 9% BME in 
Liverpool (this excludes white other).  

BME applicants made up 16.4 % of people short-listed and 8.39 % of all applicants appointed.  The number 
of BME applicants shortlisted and appointed has decreased from 10/11.

White British and White Irish applicants made up 66.23% of all job applications, 82.96 % of applicants short-
listed and 90.81 % of applicants appointed.

From the short-listed BME candidates 7.9% were appointed and 16.89 % of the short listed White British/
White Irish short-listed applicants were appointed.

From the data analysis it would appear to demonstrate again that non-BME people are more likely 
to be short-listed and appointed than BME applicants. 

The Commission for Racial Equality’s code of practice advises that, in order to be able to draw reasonable 
conclusions from monitoring data, the ethnic coding should normally be a minimum of 90%, we have 99.03% 
of ethnicity data for recruitment applicants.   
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Further work is underway through the HR policy group to explore this in terms of ethnicity impact in completing 
the NHS application forms, short-listing and interview processes in the hospital.  It may help to ensure that 
BME staff are included and represented on interview panels.

Age
All age groups were represented throughout the recruitment and selection process.  The largest group of 
applicants were again from the age group 25-29 (22.8%) followed by 21.6% in age group 20-24.   Almost 
60% of applicants, 43% of short-listed and 63% of appointed staff were from the age group 20-34.  A  small 
number of applicants 2.76%  were from age group 16-20, this is a slight increase from last year.  As  the trust 
is under represented at this age this is unlikely to change unless the trust can increase the number of young 
applicants for employment.  

Less than 1% of applicants in total were received from age groups over 60.  The age group 60+ is under-
represented in the Trust and the level of recruitment activity for these groups means that this is not likely to 
change in the near future without a concerted targeted recruitment programme to recruit older people.

Religion and Belief
92.41 % of applicants declared their religion and belief and 7.59% did not wish to disclose this is an increase 
in disclosure and provides a benchmark of an increase in general confidence in the public in disclosing religion 
and belief when applying for a new job.  Within the trust there are still a  number of staff who do not wish to 
disclose their religion  which needs to be addressed through building trust and confidence in the use of this 
sensitive information.  

Applicants from all religions were included in the applicant breakdown.  The majority 60% declared a religion 
of Christianity, 67.98 % of short-listed applicants were Christian and 76.9% of appointments, this appears 
to be over representative.  10% of applicants were Islam, 3.48% of short-listed and 2.1% appointed this 
appears to be under representative.

8.61 of applicants were Atheist, 9.96% of short-listed and 9.19 % appointed this appears to be representative 
and 8.61% Atheist.  67.98 % of short-listed applicants were Christian 76.9% of appointments, this is higher 
than would be expected. 25% of the Christian applicants were short-listed and 17.45% of shortlisted 
Christians were appointed. 25.7% of Atheist applicants were short-listed and 14.2% of this short-listed were 
appointed. 7.71% of Islam applicants were short-listed and 9.3% of those short-listed were appointed. This 
appears to demonstrate that Christian applicants are more likely to be short-listed and appointed 
and will need to be investigated further and monitored over time.    
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Sexual Orientation 
Over 94.36% of applicants declared their Sexual Orientation; this gives us a benchmark of public confidence 
in disclosing sexual orientation when applying for a new job and has increased again from 10/11.  Within the 
Trust there are still a high number of staff  who do not wish to disclose sexual orientation.  Through work with 
Stonewall and awareness raising of LGB issues via the staff network hopefully the Trust will be able to further 
increase our disclosure rates for this sensitive information.   

The majority of applicants (92.16%) declared their sexual orientation as heterosexual and this is slightly 
higher than in 10/11, where 91.29% of short-listed applicants were heterosexual.  Less than 2 % of overall 
applicants (136 people) declared that they were LGB (a reduction from last year) this is low in consideration 
that Stonewall estimate that circa 6% of the population are LGB, however not all LGB people will disclose 
their sexual orientation.  2.15% of all short-listed applicants were LGB and 3.15% of all appointed staff.  

Of all  the LGB applicants short-listed and 92.3 % were appointed.  Of all heterosexual staff applicants 
22.4% were short-listed, and 15.77% of short-listed were appointed.  This appears to show that heterosexual 
applicants are more likely to be short-listed, but short-listed LGB applicants are significantly more likely to be  
appointed at interview. 

Positive action is taken to promote the trust as an LGB positive employer via recruitment advertisements, 
supporting Liverpool Pride and Stonewall Diversity Champion status.
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Eleven  formal requests for Flexible Working in total were received in the 
last year.  The small number of requests makes it difficult to make any 
meaningful interpretation of the data.  The breakdown of Flexible working 
requested is attached at Appendix Flexible Working Requests.   Ten of the 
requests received were from female staff and one from male staff, none 
of the applicants declared that they have a disability or were from a BME 
background, approximately half of the applicants were full-time and half 
part-time, Seven requests (63%) were from married staff and 4 (36%) from 
single staff. 

No requests for flexible working were received from staff that have declared 
that they are LGB. Applications came from staff employed in admin and 
clerical, nursing and midwifery and allied health professionals & additional 
professional technical other occupational groups were not represented.   Two 
thirds of applicants (6) were in the age group 35-44, no applicants were aged 
over 49, 45% of requests were the age group 30-34, followed by 27% in 
age group 35-39.  27% of applicants were from Christian staff and  Six of the 
applicants had less than a years service (54.5 %) and 54.5 % (5) had between 
1 and 5 years service.  Two the request were from staff that had been on 
maternity in the last 12 month period (18%) It is expected that many more 
requests for flexible working were made and agreed in the hospital outside 
of the policy.  

Work is being done through policy group to further publicise the policy and 
train Managers to complete the associated documentation and ensuring 
that an equal opportunities monitoring form is completed at the time of 
the application to be able to monitor the application of this policy across all 
protected characteristics effectively in the hospital.

Applicants for Flexible 
Working
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In the last year 193 staff returned from Maternity leave, 96 % returned on 
the same pay scale after maternity leave.  8 staff (4.14 %) returned from 
maternity on a different pay scale.   

In each of these instances the staff had applied for and returned to a different 
role on a higher pay band.

Maternity Leave
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In the last year 40 members of staff took paternity leave this is double the 
amount taken last year.  A detailed breakdown of applicants for Paternity 
Leave is detailed at Appendix Paternity.  

No applicants declared that they were disabled, all applicants were male, 
37.5% of requests were from married staff, 2.5% divorced and 47.5% from 
single staff.  95% of requests were from full-time staff and 5 % part-time.  
52.5% of requests were from staff with less than a years service and the other 
47.5% were from staff with between 1 and 5 years service.  No requests were 
received from staff with over 5 years service.

Age
100% of the applicants for Paternity Leave were in the age bracket 645 this 
is an expected age range for parental responsibilities.

Ethnicity
92.5% of paternity leave applications were from White British staff (an 
over representation compared the workforce) and  5% of applicants were 
BME (less than would be expected with an 11% BME workforce),  and is a 
reduction from 35% from BME staff last year. 7.3 Religion or Belief.

40% of staff taking paternity leave did not wish to disclose their religion 
or belief this is an increase  from last year, 47.5% were Christian and 10% 
atheist (slightly more than would be expected with the workforce employed 
in these categories. Other religions did not use the paternity leave policy at all 
and this may need to be explored further.

Sexual Orientation
The majority of staff declaring their sexual orientation that took Paternity 
leave were heterosexual (60%) same as last year. One applicant for paternity 
leave declared that they were bisexual (2.5%) and 60% heterosexual 37.5% 
of applicants did not disclose their sexual orientation.  

No individuals declaring themselves to be gay or lesbian  accessed paternity 
leave.  This may mean that we need to do some awareness raising of the 
availability of paternity leave for same sex couples in the Trust with staff and 
the staff network.  

Paternity Leave
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In the last year 23 staff applied for Career Breaks which is more than 5 times 
as many as last year  when only 4 were taken and may be indicative of the 
current economic climate.  This is a small number in relation to the workforce 
and makes it difficult to make any meaningful interpretation of the data.  

However the following is noted all staff were aged between 21 and 55, no 
applicants declared that they were disabled.  39% were Christian and no 
other religions were disclosed  73.91 % of the applicants were female and 
26.09% male.  4.35% of applicants were gay and 39% heterosexual 82.6% 
were white British and 17.4% were BME (this is a good representation of 
staff) applicants were White British,.  52% of applicants were married and 
37% were single.  65.22% were full-time staff and 34.78% were part-time.  

The highest number of career breaks (39%) were requested from staff with 
between 1 and 5 years service, followed by 30% with between 6 and 10 
years and 26% with between 11 and 20 years, 4.35 % were for staff with 
over 30 years service.  No requests were received from staff that have been 
on maternity in the last 12 months.

Career Breaks
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152 staff were promoted in the last year, a promotion is defined as a member 
of staff moving up to a new pay band/pay scale.  The Trust is unable to 
monitor applicants for promotion and shortlisted for promotion. 

Age 
The highest number of promotions 30.36 % was again in the  age band 26-
30 which is  higher than expected with the percentage of staff  employed in 
this age group.   This seems to indicate that staff in the age group 26-30 are 
much more likely to be promoted in the trust than older staff.  This could be 
due to ambition or a number of reasons and needs to be explored further.

Disability 
1.97 % of promotions were from staff that have declared that they are 
disabled; this is similar to what would be  expected with the known percentage 
of disabled staff employed of 2.24 % in the Trust.   60%  of staff promoted 
declared that they do not have a disability (this is slightly higher than expected 
with 55% non-disabled staff) 

Religious Belief 
Over 40% of staff that have been promoted did not wish to disclose their 
religion, 53.29% of the promotions were from staff that have declared that 
they are Christian (this is an increase from last year and is more than would 
be expected with the percentage declared Christian workforce.  3.29 % of 
promotions were from Atheist staff and this is less than would be expected.  
Other declared religions were not evident in promotions in the hospital.
 

Sexual Orientation 
63%  of staff promoted were heterosexual this is an increase from 55%  last 
year and just slightly higher than the known percentage of heterosexuals 
employed in the Trust of 52%. 1.32% of promoted staff declared that they 
are lesbian, gay or bisexual and this is a good representation in terms of 
less than 1%  declared LGB staff in the workforce.  Bisexual staff were not 
represented in promotion in the last year.  

It is difficult to make comparisons to the workforce as a whole as we still have 
a large number of staff who do not wish to disclose their sexual orientation.

Promotions
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Gender 
68.4 % of  promotions were female staff, and 31.5 % were male this is a slight under –representation of 
females and over representation of males in relation to the gender breakdown of the workforce profile. 

Other
58% of staff that were promoted were single, and 26.9% were married. 92.74% of promotions were full-
time staff and only 7.24% were part-time, this is an over representation of full-time staff in promotions.  

The highest proportion of promotions was in staff with between 1 and 5 years service (40.13%), followed by 
staff with 6-10 years service (25 %), and 18% with 11-20 years service. Staff with less than a years service, 
and over 20 years service make up less than 15% of promotions.  

Two of the staff promoted had been on maternity leave in the last 12 months. 57% of promotion were from 
single staff and 26.97% from married staff.  
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28 staff raised formal grievances in the last year; this is again an increase 
from the previous year (0.5% of the overall workforce) and appears to be 
indicative of a climate in which employee issues are resolved at an informal 
stage before the formal process is invoked.  

Some work has been undertaken to ensure that staff are aware of the policy 
and are confident in the process.  The small numbers make it difficult to 
draw conclusions but does allow some interpretation of the data.  A detailed 
breakdown of grievances by protected characteristic is attached at Appendix 
Grievances

Age
Again no grievances were lodged by younger staff (aged under 26) or staff 
aged over 61 this is under representative of the workforce employed in this 
age group (circa 5% in each age group).  The age group 46-50 had the 
highest number of grievances (28.57%) and this is more than double what is 
expected what 14% of the workforce in this age range.  

The age group 56-60 was also slightly over represented with 17.86 % of 
grievances from this group.  Further work is required to investigate the 
disparities as it is known that there is an over representation of younger leavers 
in the hospital this could demonstrate that younger staff do feel aggrieved 
but are making decisions to leave the employment of the Trust rather than 
resolve issues through Trust policy.

Disability
39.29% of the staff that were involved in grievances disclosed their disability 
status this year and this makes it difficult to interpret the data. 35.7% of 
the grievances lodged were from non-disabled staff, 1 grievance (3.57 %) 
was from a disabled staff member and 60.7% from staff that have not 
declared their disability status.  The percentage of  disabled staff is slightly 
high in comparison to the workforce profile of 2.2% disabled however the 
percentages are unreliable due to the small number of grievances.  

Religion and Belief
71.43 % of staff with grievances did not disclose their religion or belief this is  
disappointing in comparison to  last year 47% and makes the date unreliable 
to interpret. 

Grievances
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Sexual Orientation
67.8% of staff involved in grievances did not declare their sexual orientation, this is disappointing in comparison 
to last year 48% and makes the data unreliable to interpret.  No staff that declared that they are gay, lesbian 
or bisexual lodged any grievances   Improvement is required to increase confidence in disclosure of sexual 
orientation to be able to make any meaningful analysis and promote the Grievance policy to LGB staff via the 
Staff Network.

Gender
Over three quarters  (85.7%) of grievances were from female staff and 14.29%  from male staff.  This is an 
increase  in the percentage of females lodging grievances and slightly more  than expected with a 75% female 
workforce and a decrease of half of the percentage of males lodging grievances from last year (less than  
would be expected with a quarter of the staff being male ). 

Ethnicity 
Over three quarters of grievances (85.71 %) lodged were from White British staff, this is an increase from 
last year 78,9% and is approximately what would be expected  in terms of the workforce profile of 83.18 % 
White British.  10.71 % of grievances were lodged by BME staff and this is only very slightly less than  would 
be expected in terms of comparison to an 11.37 % BME staff in the workforce. 

Other 
About half of the  grievances were lodged from full-time staff (this is low in  comparison to a workforce 
that is ??% full-time) and 46.46 % from part-time staff (high in comparison to p/t workforce of x% ?).  The 
highest number of grievances for a further year were lodged by nursing and midwifery staff (60.7%%) and 
this has increased significantly from 36.84% last year and is double what would be expected in comparison to 
30.82 % of the workforce being employed in nursing and midwifery, this figure needs to be explored further, 
followed by 17.86% in admin & clerical and 14.29% in additional clinical services, these are both slightly 
less than would be expected in terms of the workforce profile. No grievances were lodged by Allied Health 
professionals or medical and dental staff.  

No grievances were lodged by staff with less than a years service. Almost 93% of grievances were lodged by 
staff with between 1 and 30 years service, only 7% of grievances were lodged by staff with over 30 years 
service.  Circa a 3rd of grievances (35.71%) were lodged by married and single staff and 14% from divorced 
staff. No grievances were raised by staff that had took maternity leave in the last 12 months.



Page 20

38 staff were involved in disciplinaries in the last year;  this is a reduction in 
the  number of disciplinaries in the previous year (60) but is still a relatively 
small number (less than 1 % of the overall workforce) and appears to be 
indicative of a climate in which employee relations issues are resolved at an 
informal stage before the formal process is invoked. 

A detailed breakdown of Disciplinaries by protected characteristic is attached 
at Appendix Disciplinaries.  

Age
90 % of staff that were disciplined fell between the age ranges 31-
60 and this is high in comparison to 75% of the workforce in the 
age groups.  The age group under 26 was not represented in disciplinary 
cases, this is less than expected with 5.1% of the workforce employed in this 
band.  10.86% of disciplinaries were in the age group over 61, this is high in 
comparison to 5.36% of the workforce in this band.  The age group 36-40 
had 21% of disciplinaries and the age group 51-55 had 23% these are high 
in comparison to circa 12-14% of staff being employed in each of these age 
bands respectively.  

These differences should be monitored over time and investigated further.  The 
representation of other age bands in disciplinaries is roughly representative of 
the workforce. 

Disability
(4.74%) of staff involved in disciplinaries declared that they were not disabled, 
this is less than would be expected with a known non disabled workforce of  
55.327% of the staff involved  stated that they do not wish to disclose or 
have not declared their disability status and this has not changed much since 
last year.  Two  disciplinaries (5.26%) involved staff that have declared that 
they are disabled.  

The percentage of disciplinaries for disabled staff has reduced since 
last year but is still  high in comparison to the known percentage 
of disabled staff in the overall workforce of 2.2 % of disabled staff.  
This needs to be monitored further and explored in the Trust to ensure that 
disabled staff are receiving appropriate support to be able to perform in their 
roles through the Supporting Staff who are Disabled policy. 
 

Disciplinaries
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Religion and Belief
47.37% of staff involved in disciplinaries chose not to disclose their religion or belief  and this makes it difficult 
to make meaningful interpretation of the data for this characteristic.  Of those that declared their religion and 
belief the highest percentage (50%) of cases were Christian (this is slightly higher than expected with 44.3%  
Christian employees in the workforce).  2.63% were Other. 

We need to increase disclosure of religion and belief to be able to monitor more effectively.

Sexual Orientation
55.26% of staff involved in disciplinaries did not wish to disclose their sexual orientation which is disappointing 
as it is higher than the number that did not disclose last year.  All of the staff involved in disciplinaries that 
disclosed their sexual orientation were heterosexual and this is relative to 52.1% of the workforce being 
heterosexual.  No lesbian, gay or bisexual staff were involved in disciplinaries.  

There needs to be an increase in the disclosure of sexual orientation to be able to make any meaningful analysis 
of the data however currently the data shows slightly more heterosexual  staff are involved in disciplinaries 
than are employed in the workforce, and less declared lesbian, gay and bisexual staff than employed overall 
in the workforce are involved in disciplinaries.  This needs to be monitored and explored further. 

Gender
Over two thirds (68.42%) of disciplinaries involved female staff (a reduction from 71.67% last year) and 
31.5% involved male staff an increase from 28% last year.  For a further year more males but less females 
than would be expected from the overall workforce profile of 75% females and 25 % males were involved in 
disciplinaries in the last year and the proportionately has not improved.  

This appears to show that males are very slightly more likely to be disciplined than females and 
needs to be explored further and monitored on an ongoing basis.   

Ethnicity
National research published in 2010 “The involvement of black and minority ethnic staff in disciplinary 
proceedings Centre for inclusion and Diversity, University of Bradford” found that BME staff were almost twice 
as likely to be disciplined as white staff, the picture in the trust last year did not reflect the national findings.  
In the trust 15.79% of disciplinaries included BME staff (any other stated ethnicity other than White British/
White Irish) this has reduced year on year over the last couple of years and but is slightly more than would be 
expected in terms of the workforce profile 11.37 % BME.  81.58 % of disciplinaries related to White British 
staff which is very slightly less than would be expected with a staff populations who are 83.18 White British.  

This appears to demonstrate statistically that BME staff are more likely to be disciplined than other 
staff.   Disciplinaries should be monitored on an ongoing basis and further work undertaken to investigate 
the statistical slight over representation of BME staff in disciplinaries in the hospital. 
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Other 
The disciplinaries were 81.58 % full-time and 18.42% part-time staff.  Staff employed in nursing and 
midwifery posts made up 47.7%  of the disciplinaries this is higher than would be expected with only 32% 
of the workforce in this occupational group. 15.79% of disciplinaries were in admin and clerical (less than 
expected with 24.4% of staff A & C) and 26.32% of disciplinaries were in additional clinical services (higher 
than expected with 15.75% of the workforce in this group. 

No disciplinaries were for Healthcare Scientists and Medical and Dental for the third  year running.  The highest 
number of disciplinaries were for staff with between 1 and 5 years service (36.84%), with staff with 6-10 and 
11-20 years having roughly 22% each; staff with less than a years service and with over 30 years service both 
made up 5.26 % of disciplinaries and those with between 20 and 30 years 7.89 %.  One disciplinary related 
to a member of staff that has been on maternity leave in the last 12 months.

Medical Disciplinaries
There was only 2 disciplinaries for medical staff, this very small number makes it difficult to draw any conclusions 
from the data.  

However both were full-time staff, male, had between 6 and 20 years service, were over 50 years old, neither 
had declared that they were disabled, 1 was Islamic, none were lesbian, gay or bisexual, one was white and 
the other Black British.
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Six staff lodged bullying and harassment cases in the last year; this is less 
than half of the number of cases last year when 13 cases were lodged and 
is a relatively small number (Less than 0.2% of the overall workforce) and 
appears to be indicative or a climate in which employee relations issues are 
resolved at an informal stage before the formal process is invoked.   

The staff survey results still show issues with bullying and harassment and 
the HR team have implemented a “safe haven” initiative to address this in 
the hospital.  Bullying and harassment is included in mandatory equality and 
diversity training.  

The Expect Respect campaign has been  relaunched and a “Say something 
about Bullying leaflet” produced to aid staff in understanding what bullying 
and harassment is and how to address it.  An event was held on Ban Bullying 
at Work Day on the 7th November 2012.

A detailed breakdown of Bullying and Harassment Cases by protected 
characteristic is attached at Appendix Bullying.  

Age
Half of the bullying cases  & 51-55 age group and 16 % respectively fell in 
the age groups 41-45, 46-50 & 61 plus. The number of cases in these age 
groups are over-representative in terms of the percentage of the workforce 
employed. The age ranges 16-40,  + 56-60  were not represented in bullying 
cases.    

This appears to show that older staff are more likely to perceive 
that they are being bullied and to lodge bullying cases, this needs to 
be monitored and explored further in the hospital.  The policy needs to be 
promoted to all staff. 

Disability
Over three quarters of the staff involved in bullying cases declared that they 
were not disabled and this is higher than expected with the number of non 
disabled staff in the workforce, the rest did not disclose their disability status.  

Disabled staff were not represented in bullying cases at all.  We need 
to ensure that disabled staff are aware of the bullying and harassment policy.  

Bullying and Harrassment
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Religion and Belief
33% of staff involved in bullying chose not to disclose their religion or belief.  Of those that declared their 
religion and belief the highest percentage (50%) were Christian and 16.67 % Atheist. Christian & Atheist staff 
are over represented in bullying cases in comparison to the workforce profile. 

Sexual Orientation
Only 16.67 % of staff involved in bullying did not wish to disclose their sexual orientation and this is the same 
as last year when 16.67 % did not disclose.  83.33% of staff involved in bullying cases were heterosexual and 
this group are over represented in bullying cases in comparison to the workforce profile.  

No lesbian, gay or bisexual staff were involved in bullying cases. 

We need to promote the Trust Bullying and Harassment Policy to LGBT staff and encourage confidence in 
disclosure. 

Gender
66.67% of bullying cases involved female staff this is slightly more than last year but is less than would be 
expected with a workforce of three quarters female.  33.5% of bullying cases involved males this is a reduction 
from 38.5% last year but is higher than would be expected with only 25% of the workforce being male.  

This appears to show that males are more likely to perceive that they are being bullied or to be bullied and to 
take out bullying cases than females and needs to be explored further and monitored on an on-going basis.   

Ethnicity
All of the bullying cases in the last year for the second year running were lodged by White British staff; this 
is higher than expected with a White British workforce of 83% and for the third year White British are over 
represented in the number of bullying cases.  No bullying cases were lodged by BME staff in the last year.  

This appears to indicate that White British staff are more likely to perceive that they are being bullied and to 
take out bullying cases.  

Awareness of the policy needs to be raised with BME staff and bullying cases should be monitored on an 
ongoing basis to identify any trends and patterns around ethnicity.   The 2009 national staff survey found that 
nationally 16% of Black/black british staff, 20% of other asian and 18% of black british staff experienced 
bullying in acute settings.  Our monitoring statistics do not reflect the national picture in this respect. 
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Other
83.33% % of bullying cases involved full-time staff and 16.67%  involved part-time staff.

Over three quarters  of bullying cases (83.33%) were raised in admin & clerical and this is almost three times 
what would be expected with a 24.4% A & C workforce.  This significant figure needs to be explored further 
to identify any underlying reasons.  16.67% of cases were in estates & ancillary, no other occupational groups 
are represented in B & H cases and are under-represented. 

67% of the staff had over 20 years service and a third had between 1 and 5 years service.  No staff that had 
been on maternity leave in the last year reported bullying or harassment.

Half of the staff that lodged bullying cases were married and none of these staff have taken maternity leave 
in the last 12 months.
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115  staff in total were reported as being involved in incidents of violence 
and aggression in the last year.  This is a relatively small number of staff in 
comparison to the overall workforce. 

A detailed breakdown of incidents of Violence and Aggression by equality 
protected characteristic is attached at Appendix Violence and Aggression.  

Age
20% of incidents were in the age group 26-30 this is more than would be 
expected with the number of staff employed in this age group.  The age 
group 56-60 had 12% incidents.  

No staff aged 16-20 were involved in reported incidents of violence and 
aggression however only a small percentage of the  workforce is employed 
in this group.  

Disabled
2.61% of staff involved in incidents declared that they are disabled this is 
almost comparative to the percentage of staff that have declared that they 
are disabled in the workforce 2.24%.  

46.69% declared that they are non-disabled and over 50% have not disclosed 
their disability status.

Religion and Belief
The majority of the staff involved in incidents (over half) did not wish to 
disclose their religion and belief (50%), 37% declared that they are Christian 
and 3.48% atheist.  

Christian & Atheist staff are under  represented in incidents of violence and 
aggression in comparison to the known percentage of atheist staff we have 
working for the hospital.

Violence and Agression
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Sexual Orientation
54.7% of staff involved in incidents did not wish to disclose their sexual orientation.  45.22% of incidents 
involved heterosexual staff.  Lesbian, Gay and Bisexual staff were not involved in any reported incidents of 
violence and aggression.

More work is required to increase disclosure of sexual orientation in the Trust to enable meaningful interpretation 
of the data and to promote incident reporting to LGBT Staff possibly via the LGBT Staff network.

Gender
85.22 % of incidents involved female staff this which is even higher than the representation of female staff in 
the workforce and 14.78% involved male staff which is less than expected in the workforce.  

This appears to show again that female staff are more likely to be involved in incidents of violence and 
aggression in the workforce and needs to be explored further. 

Ethnicity
80.87%  of incidents involved staff that have declared that they are White this is representative of the  the 
representation of white staff overall in the workforce. 16.52% of incidents involved BME staff and this again 
is very slightly higher than the overall representation of BME staff in the workforce. 

The differential here would not warrant further investigation at this time however it needs to be monitored 
over time to identify any trends. 

Other
81% of incidents involved full-time staff and 18% part-time staff.  64% of incidents involved nursing and 
midwifery staff this is more than double the representation of nursing and midwifery staff  in the overall 
workforce.  Again additional clinical services were also over-represented in incidents reported 20% of incidents.

This over-representation is being  investigated further to identify any underlying reasons however it could be 
attributable to the nature of the patient-facing role. 51% of those involved incidents were single and 38% 
were married.  None of the staff had been on maternity leave in the last 12 months.  The majority of staff 
involved in incidents had between 1 and 20 years service 87.83%).
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During 2011-2012, 426 staff left the Trust, this equates to 7.63% of the 
workforce. The breakdown of Leavers is attached at Appendix Leavers.  

Age
A quarter of all leavers were in the age group 26-30, almost twice as many 
as would be expected with 13% of the overall workforce employed in this 
group.  18% of all leavers were in the age group 21 to 25 and this is more 
than three times the proportionate percentage of staff in this age group in 
the workforce (4.91%).   

This appears to be indicative of a retention issue with younger workers in the 
Hospital, this statistic needs to be explored further, compared to staff survey 
findings and monitored over time.

Age groups 36-40, 41-45, 46-50 & 51-55 are significantly under represented 
in leavers in comparison to the percentage of the workforce employed in this 
group.

11.5 of leavers are aged 61 plus and this is twice as many as would be expected 
with 5.36% of staff employed in this group, however this age group includes 
retirement age.

Disability
55.4% of leavers did not wish to declare their disability status this is an 
improvement on 64& in 10-11 but still makes it difficult to make meaningful 
analysis.  42% of leavers were non-disabled and this is less than expected 
with a 55% non disabled workforce.  2.58% of leavers declared that they 
were disabled.  

The percentage of disabled leavers more or less reflects the percentage of 
employed disabled staff in the workforce.

Religion and Belief
We did not have the data relating to religion or belief for over 50% of leavers 
(18.5% unknown and 38% did not wish to disclose) this is an improvement 
in disclosure from last year but still makes it difficult to make any meaningful 
interpretation of the data.  

The highest number of leavers that declared their religion were Christian 
(32.68%) and this is less than expected with a known Christian workforce 
of 44% followed by 4.69% atheist.(roughly representative of the Atheist 
workforce).

Leavers Analysis



Page 29

Sexual Orientation
We do not have the sexual orientation for 57% of leavers (38% did not wish to disclose and 19% undefined). 
This is an improvement from last year but still makes it difficult to make any meaningful interpretation of the 
data. 

42% of leavers declared that they were heterosexual this is less than would be expected with a workforce 
that is 52% heterosexual, 0.94% were gay (slightly more than expected with 0.64% gay workforce)and 0% 
lesbian or bisexual these are relatively small numbers.  

Gender
Over two thirds of leavers (68%) were female and 32% male, the percentage of female leavers was less than 
would be expected in a workforce of over 74% female but the significance of the under representation has 
decreased slightly since last year.  

Again the percentage of males that left is higher than would be proportionate for the proportion of males 
(25.5%) in the workforce though this over representation has decreased by 4% since last year it is still 7% 
more than would be expected.  

We did not have any staff that have declared that the gender they identify with now is not the gender that 
that were born with. 

This appears to demonstrate that again a higher proportion of males than would be expected are leaving the 
workforce and this needs to be explored further as it may be indicative of a problem with retaining male staff.

Ethnicity
Over two thirds of leavers were White British 69%.  13% were from BME staff, white British leavers are under 
–represented and BME leavers over –represented in relation to the diversity of the workforce.

Other
Over three quarters 81.2% of leavers have between 1 and 5 years service this is high and could be indicative 
of a retention issue. 15.73% of leavers have less than 1 years service again this is high and could reflect 
retention issues for new staff.  

Only 3% of leavers have over 6 years service.  Three leavers had took maternity leave in the last 12 months. 
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Leaver Reason
Over a 3rd of staff resigned voluntarily (38.5%) and 20.19% TUPE transferred to another organization due to 
organizational change (slight reduction from 23% in the last reporting year).  8.92% of staff left for `other’ 
reasons this is a third of the other reasons recorded last year and may be due to improved recording of leaver 
reasons.

The statistics of fixed term contracts ending was 11.5% and this has halved since the last report. 23% of 
leavers were transferred, 11.27 % retired and 5.4% flexi-retired (in line with the Flexible retirement policy) 
(reduction from 16% last year) and 14 staff (3.29%) were dismissed.  Four staff died in service (0.94%). 
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The amount of time lost through sickness absence as a proportion of staff time 
available broken down by equality indicator is attached at Appendix Sickness 
Absence Breakdown. The overall sickness absence for the year was 92621 
hours 93481 hours lost and this is a decrease from 93481 lost in 10/11.  

75% of absence was reported by full time staff and 24.72% by part time staff 
(consistent to last year). 96 % of absence was reported by staff that have not 
declared that they are disabled and 3.99% by disabled staff.

83% of absence was again from female staff and this is higher than expected 
with a 75% female workforce. 16.76 % of absence was reported by males and 
this is less than expected with the male workforce.

87% of absence was White / White Irish staff and this is higher than expected 
with the workforce profile. 8.87% of absence was for BME staff and this is less 
than expected with the workforce profile of BME staff.
 
The majority of sickness 29% was recorded in Admin and clerical and this is 
higher than expected with Nursing and midwifery and this is expected with 
24% of the workforce in this group, 28.69% of absence is in nursing and 
midwifery and is lightly less than expected with circa 30% of the workforce 
in this group. Additional clinical services have a high sickness rate of 25% 
(an increase from last year) of the sickness absence with only 15.75 % of the 
workforce employed in this occupational group and this needs to be investigate 
further to identify any underlying reasons. 

We are currently unable to report on sickness absence by length of service, 
age and maternity this is because the data comes from ESR it can not be run 
against fields that are calculated outside of ESR.

Sickness Absence
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The Trust has a duty to report on applicants for and in receipt of training.  The 
Trust does not currently have the ability to report on applicants for training as 
Study leave forms are not in use in the hospital we are aiming to implement 
a process to meet this requirement for the next reporting period.

The Trust does have the ability to report on staff that accessed formal training 
and development through our training records, a breakdown of staff that 
have attended training is detailed at Appendix Receipt of Training. 
 
We have 11, 748 records of staff attending training in the period and this is 
a reduction from 15045 records in 10-11.

Age
Over 81.89 % of staff attending training were in the age group 26-55 with a 
relatively even spread of between 11 & 13%.  A high number of age group 
46-50 accessed training compared to the makeup of the workforce.

13% of all training accessed was by staff aged over 55 however this is slightly 
less than would be expected with approximately 16% of the workforce being 
in this age group. 

Disability
57.86% of staff that accessed training were not disabled, 39.73% did not 
declare their disability status and 2.42% of staff declared that they were 
disabled; this is a good representation of disabled staff in training as 2.24 
% of the workforce have actually declared that they are disabled.  Effort is 
needed to increase disclosure to improve monitoring.

Religion and Belief
Over 44% of the staff attending training courses did not wish to disclose their 
religion or belief and this makes it hard to make any meaningful interpretation 
of the data. 

Of staff that did disclose their religion just under half 47.13% were Christian 
which is more than would be expected with a known Christian workforce 
of circa 44%.  4.49% were Atheist which is as would be expected in terms 
of the known atheist workforce.   Buddhism, Jainism, and Sikhism were not 
represented in attendance at training. 

Attendance at Training
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Sexual Orientation
For 44.71% of the training staff did not disclose their sexual orientation, 54% were heterosexual and this is 
an increase from 53% in 10-11 this is slightly higher than would be expected with a workforce were 52% of 
staff are known heterosexuals.  Lesbian, gay and bisexual staff made up 1.13% of attendees at training but 
this is representative as LGB staff make up less than 1% of the workforce overall.  

Gender
More than three quarters of staff attending training were female (78.4%), this is a slight decrease from 
last year but is slightly higher than the percentage of female staff in the workforce overall (75%)  Only 
21.56% of staff accessing training were male, this is an increase from 19.98% last year however it is still an                   
under-representation of male staff in accessing training (25.5% male workforce).  

This appears to demonstrate as in 09-10 and 10-11 that males are not receiving proportionally as much 
training as females in the workforce and needs to be investigated further.

Ethnicity
The majority of staff accessing training were White (85%). 10.29% were BME this is an increase from 8.5% 
if 10-11 but is still slightly less than would be expected with an 11.32% BME workforce.  This appears to 
demonstrate that BME staff are receiving less training than proportionate to the workforce this pattern was 
also evident in 09/10 and 10-11, the significance of the gap has narrowed however this should continue to 
be monitored on an ongoing basis.

Other  
Circa three quarters (72%) of the staff attending training were full-time and 27.43% part-time.  Staff attending 
training by occupational group nursing and midwifery and additional clinical services are over represented 
with 37% of training in this group, the number of  medical and dental staff accessing training has doubled 
from last year to 7%.  Staff in  all groups need to be encouraged to access training. Almost half of the staff 
accessing training are married and 38% single.  A third of staff receiving training have between 1 and 5 years 
service, and a quarter have 6-10, or 11-20 years service.  Only 12 % of staff accessing training have over 20 
years service.  Less than 5% of staff receiving training have less than a years service.
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Personal Development Plans
The Trust is required to report on the number of staff having personal 
development plans. 

We do not currently have the reporting systems in place to be able to meet 
these requirements by protected characteristic however this is being addressed 
to enable us to report on this in future equality monitoring reports.

Band Breakdowns
The workforce breakdown of staff by agenda for change band is attached at 
Appendix by band.  

The band breakdown shows that part-time staff are under-represented in the 
workforce from band 8a and above.

Disabled staff are represented throughout the workforce at a level of 
approximately 2.25% of the workforce but not at band 1 or at the very 
senior levels of band 8d and band 9.  It is recognised that there are only a 
small number of jobs at this level and we still have a high level of staff that 
have not disclosed their disability status.  Disabled staff are under-represented 
in Band 3 only 1.37% and in non-afc less than 1%.  Disabled staff are under 
represented throughout the trust in comparison to the community that we 
serve.

LGB staff are  under represented at band 7 and in non-agenda for change 
jobs.  LGB staff are not represented at all in senior jobs band 8a, 8b and 9. 
There is still a high level of undisclosed data. 

Males are under-represented in all pay bands except pay band 8c, 8d and 
non-afc were females are under-represented. 

The band breakdown by ethnicity demonstrates that BME staff are well 
represented in non-A4C bands at 17.4% of the workforce and are well 
represented in band 5 jobs at 20%, Band 6 almost representative of the 
community however all other bands are under-represented in terms of 
comparison to representation in the local demography of 9%.  Positive action 
should be undertaken to address the disparity.

Personal Development Plans 
and Band Breakdown
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In line with our Single Equality and Human Rights Scheme the annual equality 
monitoring report will be reported to the Equality and Diversity Sub-Committee.  

The monitoring results will be reviewed and an action plan put in place to 
further investigate and redress any indications of potential disadvantage 
and to inform improvements to our workforce practice and employment 
monitoring processes.

Recommendations
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