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Introduction
Hertfordshire Community NHS Trust is committed to delivering
services that are responsive to and fully meet the diverse
needs of our communities, patients and service users.
In line with our Great Place to Work strategic objective,
we aspire to be a Trust that celebrates difference and
to create a culture of inclusion, valuing the unique
contribution of all our staff.
This report sets out key information covering the
period April 2019 to March 2020. It includes detailed
information on our Black, Asian and Minority Ethnic
(BAME) workforce during this period to help us
understand the trends and patterns of inequality, so that
we are able to mitigate them in a systematic manner. It
also covers the progress we have made to date and the
actions we plan to take to address identified gaps and further
promote diversity and inclusion within our organisation.
The actions set out in this report have been developed with our BAME Network Chair and
members, with additional input from our wider BAME workforce.

NHS Workforce Race Equality Standard (WRES)
The national NHS Workforce Race Equality Standard (WRES), which was introduced in 2015, is
designed to improve the representation and experience of Black, Asian and Minority Ethnic
(BAME) staff at all levels of the organisation. There are a total of nine indicators that make up
the WRES, split across workforce data, the national NHS Staff Survey and Trust Board
composition, as follows:
1.

Percentage of staff in each of the AfC Bands 1-9 and VSM (including executive Board
members) compared with the percentage of staff in the overall workforce

2.

Relative likelihood of staff being appointed from shortlisting across all posts

3.

Relative likelihood of staff entering the formal disciplinary process

4.

Relative likelihood of staff accessing non-mandatory training and CPD

5.

Percentage staff experiencing harassment, bullying or abuse from patients, relatives or
the public in the last 12 months (from NHS Annual Staff Survey)

6.

Percentage staff experiencing harassment, bullying or abuse from staff in the last 12
months (from NHS Annual Staff Survey)

7.

Percentage staff believing that the organisation provides equal opportunities for career
progression or promotion (from NHS Annual Staff Survey)

8.

Percentage staff having personally experienced discrimination at work from manager,
team leader, or other colleague In the last 12 months (from NHS Annual Staff Survey)

9.

Percentage difference between the organisations’ Board voting membership and its
overall workforce

Our Progress To Date
BAME Network
We launched our BAME (Black, Asian and Minority Ethnic) staff network in August 2019, with
Tinu Fakoya as Network Chair. Our very successful network launch event was accompanied by
a strong social media campaign.
Our network is important to promote inclusion and help give our BAME staff a stronger voice in
the organisation, including acting as a focus group to give views on Trust actions and
developments. Through these sessions, our staff can discuss their experience of working in the
NHS and support each other on the issues they face, through providing leadership, advice and
best practice. The network has also celebrated multi-cultural events such as Black History
Month and Diwali.
Through the Covid-19 pandemic, the Network has been meeting weekly to provide support to
colleagues through this challenging and worrying time, recognising the disproportionate impact
of the virus on people from BAME communities and the emotional impact of the Black Lives
Matter campaign.
Reverse Mentoring Scheme
The Trust introduced a Reverse Mentoring Scheme at the end of 2019. This scheme aims to
help senior managers to learn and see issues from the perspective of others. The scheme is
being piloted with Executive Team members, who have been paired primarily with BAME
mentors. Training for both mentors and mentees was provided and monthly mentoring
meetings are now taking place. Following this initial pilot, the plan is to roll this our more widely.
This feeds into the Trust’s talent management approach to allow us to identify and grow a more
inclusive talent pool.
Black Lives Matter Campaign
The Trust Board recognised the Black Lives Matter campaign by issuing a statement
committing to stand with our BAME staff and communities against racism. This movement has
also resulted in increased sharing of staff stories in Trust meetings, with plans in place for
Board Development day to include sharing some of this lived experience with the Trust Board.
BAME Staff Virtual Meetings
In recognition of the disproportionate impact of Covid-19 on BAME communities and the Black
Lives Matter movement, the Trust Chief Executive and Associate Director of People have
introduced regular virtual meetings to which all BAME staff are invited. The purpose of these
meetings is to hear the voice of BAME colleagues, understand what the issues are and agree
action to address them.
Development Opportunities
We have continued to proactively promote national leadership and management programmes
for BAME staff run by NHS Leadership Academy. Several staff have completed the Ready Now
and Stepping Up programme in previous years. We have also promoted mentoring
opportunities through targeted communications.

Recruitment Training and Fair Processes
The Trust has an e-recruitment system which removes personal information (including name) to
help avoid discrimination through the recruitment process. Training in fair recruitment practices,
including unconscious bias, is in place and at least one member of each recruitment panel is
required to have been trained. The Trust has also made progress on fair recruitment practices
for Board level roles with the inclusion of the BAME Network Chair on the Stakeholder Panels.
Work With System Partners
In addition to the work that has been taking place within the Trust, we have been actively
working with our partners across the Herts and West Essex Integrated Care System to address
issues impacting on our BAME workforce. This has resulted in developments such as the
introduction of an ICS BAME support line and monthly BAME Network Chairs’ meetings, as well
as joint working on the development of a programme of unconscious bias training for all staff
and a webinar to raise awareness of the issues facing BAME colleagues.

Our Results Against the Nine WRES Indicators
Indicator 1 - Percentage of staff in each of the AfC Bands 1-9 and VSM (including
executive Board members) compared with the percentage of staff in the overall
workforce
This indicator shows a mainly positive position, with the highest proportions of BAME staff in
bands 8a, 8d and 9, and particularly in the medical and dental staff groups. There are small
numbers in these staff groups, however, so small changes in people can have a big impact on
the percentages. Overall, the Trust employs a similar proportion of staff from BME
backgrounds as is present in the local population (87.6% white and 12.4% BAME).
Indicator 1

BAME

WHITE

Not Declared

Band 2

14.0%

82.7%

3.3%

Band 3

10.4%

88.1%

1.5%

Band 4

13.6%

85.1%

1.4%

Band 5

15.0%

82.7%

2.3%

Band 6

13.6%

84.2%

2.2%

Band 7

8.0%

89.6%

2.4%

Band 8A

17.7%

77.1%

5.2%

Band 8B

10.8%

89.2%

0.0%

Band 8C

0.0%

91.7%

8.3%

Band 8D

33.3%

66.7%

0.0%

Band 9

25.0%

75.0%

0.0%

VSM

16.7%

83.3%

0.0%

Consultants

62.5%

12.5%

25.0%

Non-Consultant Career Grade

33.3%

66.7%

0.0%

Dentists

78.9%

21.1%

0.0%

Total Workforce

13.5%

84.1%

2.3%

Indicator 2 - Relative likelihood of staff being appointed from shortlisting across all posts
Applicants from a white background are more likely to be appointed after shortlisting than
applicants from a BAME background. However, this indicator has gradually improved over the
last 3 years – in 2018 the relative likelihood of a white person being appointed was 1.94, in
2019 this improved to 1.78 and the below results for this year equate to a relative likelihood of
1.44 (a completely equal likelihood would be 1.00).
Indicator 2

BAME

WHITE

Not Declared

Total Workforce

Relative Likelihood of
Appointment from
Shortlisting

17.2%

24.7%

66.0%

24.4%

Indicator 3 - Relative likelihood of staff entering the formal disciplinary process
Applying the criteria for this indicator, BAME staff are more likely to enter formal disciplinary
proceedings than their white colleagues, although more positively there were no new
disciplinary cases for BAME staff between April 2019 and March 2020. This figure has also
improved compared with last year – having halved from 6.86 to 3.11 (although in 2018 it was
better at 2.37). As most issues are resolved though informal processes, the Trust has minimal
numbers of formal hearings (9 this year), so the percentages are easily skewed by one or two
cases.
Indicator 3

BAME

WHITE

Not Declared

Total Workforce

Likelihood of Staff entering the
Formal Disciplinary Process

1.1%

0.35%

2.1%

0.49%

Indicator 4 - Relative likelihood of staff accessing non-mandatory training and CPD
74% of BAME staff have accessed non-mandatory training this year compared to 43% last year.
This is higher than the proportion of white staff who accessed this training - at 69% (compared
to 45% last year). The relative likelihood of white and BAME staff accessing training has
remained relatively stable and equal over the last 3 as follows: 2018 = 0.93, 2019 = 1.04 and
2020 = 0.93.
Indicator 4

BAME

WHITE

Not Declared

Total Workforce

Likelihood of Staff Accessing NonMandatory Training and CPD

74.1%

69.25%

61.7%

69.7%

Indicator 5 - Percentage staff experiencing harassment, bullying or abuse from patients,
relatives or the public in the last 12 months (from NHS Annual Staff Survey)
We saw a significant improvement in our scores against this question last year – for all staff, but
particularly for BAME staff. Interestingly a lower proportion of BAME staff said that they had
experienced harassment or abuse than white staff. Our scores were also significantly better
than the Community Trust average.

Indicator 6 - Percentage staff experiencing harassment, bullying or abuse from staff in
the last 12 months (from NHS Annual Staff Survey)
We also saw an improvement in our scores
BAME staff. Nevertheless, a much higher
experienced bullying or harassment from other
of concern. Our scores were again better
fractionally better for BAME staff.

against this question last year, particularly for
proportion of BAME staff said that they had
staff, than our white staff had, so this is an area
than the Community Trust average, but only

Indicator 7 - Percentage staff believing that the organisation provides equal
opportunities for career progression or promotion (from NHS Annual Staff Survey)
We did not fare well on this question last year and have not done so for several years. A high
proportion of our white staff (91%) believe the Trust has equal opportunities for career
progression, but this view is not shared by so many of our BAME colleagues (73%). We have
deteriorated further on this over the last year and are below the average for Community Trusts.
This is an area that requires further work.

Indicator 8 - Percentage staff having personally experienced discrimination at work from
manager, team leader, or other colleague in the last 12 months (from NHS Annual Staff
Survey)
Whilst the percentage of BAME staff reporting they have experienced discrimination is much
higher than white colleagues, the positive news is that the score has improved significantly
since last year and is much better than the Community Trust average.

Indicator 9 - Percentage difference between the organisations’ Board voting membership
and its overall workforce
At March 2020, there were no voting members of the Board from a BAME background, whereas
there had been one in the previous year. Because of the small numbers on the Board, one or
two people are enough to make the difference between being representative of the total
workforce or not. This is the first year when there have been no Board members from a BAME
background for several years.
Indicator 9

BAME

WHITE

Not Declared

Voting Board Members - % by Ethnicity

0.0%

100.0%

0.0%

Overall Workforce - % by Ethnicity

13.5%

84.1%

2.3%

Our Planned Actions for the Coming Year
Our planned actions for 2020/2021, drawn up in conjunction with our BAME Network Chair and
Trust BAME colleagues, include:
Action

Lead

Date

Outcome

To run a Trust Board development day to focus on the
inclusion agenda and refresh the Trust’s key inclusion
objectives and trajectory/targets for increasing
representation at senior levels.

CH

Sept
2020

Agreed Board ambition
for inclusion in place
and publicised.

To develop and agree a Trust Diversity and Inclusion
Strategy.

SB/
ARy

Oct
2020

Clear direction and
commitment in place.

To set up an Inclusion Steering Group to provide a
focus for inclusion & diversity and delivery of this plan,
so that the plan has real impact staff experience.

ARy/
TF

Nov
2020

Pace is maintained and
actions have
meaningful impact.

To work with ICS partners to develop a programme of
unconscious bias training at all levels.

TF/JT

Dec
2020

All levels of staff trained

To implement a new development programme for
Bands 3, 4 and 5 to develop talent at this level,
prioritising access for BAME colleagues and others
with protected characteristics.

ARy/
JT

March
2021

Programme running
with good proportion of
BAME participants.

To work with ICS partners and Regional Talent
boards to provide enhanced development
opportunities for BME staff seeking progression to
senior level roles

ARy/
TF

March
2021

New programmes in
place and/or better
BAME representation
on current programmes

To put in place training in compassionate leadership
and inclusion to enable leaders to have open and
restorative conversations with their teams.

ARy

Dec
2020

Leaders providing a
better experience for
their teams

To implement BAME representatives on Band 8
recruitment panels to promote equal access to senior
posts for BAME colleagues.

ARy/
RG

Nov
2020

Better representation of
BAME staff at senior
grades

To introduce Inclusion Champions in the Trust, who
will work within teams to ensure all voices are heard.

ARy/
TF

Nov
2020

All staff feel able to
speak up.

To introduce mechanisms for reviewing disciplinary
decisions, including decision trees, audits on
disciplinary decisions and pre-formal action checks.

RG/
TF

Nov
2020

Prevention of bias in
application of
disciplinary procedures

To review data for internal promotion by ethnic
background and publicise the results, putting action in
place as required.

TF/
LN

Nov
2020

Improvement in the
perception about career
progression.

To create a range of career resources to enable
staff to understand the pathways for progression.

JT/
RG

March
2021

Access for all staff to
promotion opportunities

Alison Ryder
Associate Director of People
August 2020
With:
Tinu Fakoya – Acting Diversity and Inclusion Lead/BAME Network Chair
Laura Neligan – Head of Workforce Systems

