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                                       NHS Brent Equalities Report 2008-09
1. Introduction 

The Equalities Report this year is intended to provide an overview of how we have implemented the equality duty throughout the PCT from both a commissioning and provider perspective. It is written at a time of organisational change driven by national policy on the development of world class commissioning and improving community services. Over the last two years NHS Brent has been through the process of creating an internal separation between the commissioning and operational provider functions. This in turn has led to the establishment of NHS Brent Commissioner and Brent Community Services. The main items in the Report look at the equality duty from a corporate perspective, whilst the workforce data is broken down into Commissioning and Provider Services to reflect current changes.  At the beginning of 2008 the PCT declared itself compliant to the Health Care Commission in regard to Core Standard 7e Standard for Better Health [The PCT challenges discrimination, promote equality and respect human rights]. I am pleased to report that we continue to be compliant with this standard and we are now putting in place additional infrastructures to develop best practices.
During the past twelve months the PCT has done quite a lot to increase commitment to the equality agenda, most notable of all has been the appointment of an Equalities, Diversity and Human Rights Advisor. 
With this position now filled there is now someone providing the impetus to drive the equality agenda forward. We have also completed the Single Equality Scheme which has been published on our website and have begun the implementation of the action plan. Generally it has been a challenging yet exciting year but we are confident that we laying a platform on which we can build a solid structure for the successful implementation of the equality, diversity and human rights duty. It has been said” that diversity makes for a rich tapestry, and we must understand that all the threads of the tapestry are equal in value no matter what their colour.”   Maya Angelou, poet.

2. Legal Responsibility

The PCT is a public body and thus have a responsibility under current legislations: Race Relation Act 1976; Race Relation [Amendment] Act 2000; Disability Discrimination Act 1995; Disability Discrimination Act 2005; Code of practice on the duty to promote race equality [CRE 2000]; Code of practice on the duty to promote disability equality [DRC]

Code of practice on the gender equality duty [EOC]  

To gather, monitor and publish workforce information in regard to the race equality, disability and gender equality duties.

Under the Race and Disability Equality Duty the PCT should produce an annual report measuring the effectiveness of the PCT equal opportunity policies and actions developed to remove barriers to equality of opportunity. Part of this process involves monitoring the PCT’S employment cycle from applying for a job to leaving it.
The Gender Equality Duty Code of Practice recommends that the following key employment issues be considered as a priority when collecting employment monitoring data: Managing leave for parents and carers; Managing pregnancy and return form maternity leave; Sexual and sexist harassment; transsexual staff and potential staff; Grievance and disciplinary procedures; Redundancy; Retirement; Equal pay; Work based training opportunities.
Under the Race Relation Act [2000], Disability Discrimination Act [2005] and the Equality Act [2006], the PCT is required to undertake and publish the result of all race, disability and gender impact assessments on new and existing policies and procedures. 
The Equality Bill 2009 has just been presented to Parliament and we anticipate some changes that will affect the PCT’s responsibilities to the Equality Duty 
3. Race Equality
Our Race Equality Scheme [2005 – 2008] came to an end at the end of 2008.  The Race Equality Duty will be incorporated into the Single Equality Scheme. It was agreed by the Board to extend the life of the Race Equality Scheme until the Single Equality Scheme is published.

As part of the consultation process for the establishment of the Single Equality Scheme we have consulted with members of the community and staff for their views on items for the action plan.

Our latest employment data shows that 62 % of our staff comes from an ethnic minority background. This coupled with the fact that Brent is one of the most ethnic diverse boroughs in the whole of the UK means that racial issues surrounding employment and service delivery would occupy high importance for the PCT. 

A close look at our employment data shows that most of our minority staff is clustered around pay bands 1-4 and 5-7. 
There are concerns being expressed nationally on the slow pace of progress in NHS bodies providing opportunities for BME staff to have access to senior position in the NHS.

The Lord Darzi NHS Next Stage review contains the important insight “that delivering change is not just the result of incentives, competition and polices, but also requires high quality leadership at all levels of every organisation and across every systems”

In a report commissioned by the NHS Institute for Innovation and improvement a number of organisational and individual barriers were identify why BME staff were having difficulties accessing senior positions in the NHS. The report stated “that although a genuine effort has been made to address problems of recruitment and retention of BME staff [including access to senior positions] at a national level, it appears that the benefits are not cascading down to BME staff, which may be related to the culture inherent within organisations that are resistant to change”. At NHS Brent there are concerns expressed through staff surveys and other channels about the slow rate at which BME staffs are progressing to senior positions in the organisation. As a result over the next triennium there are plans to support our staff to move into more senior position to deliver high quality care. We intend to accomplish this by ensuring that we have ‘high quality workplaces’ and ‘high quality education and training’ for all our staff.  
BAME Management Development Programme
The PCT recognises that BAME staffs are under represented at senior levels.  A BAME management development programme was therefore developed with the PCT’s BAME group that should enable BAME staff to develop the skills, knowledge, and experience that could be used to help BAME staff develop their careers.  

The benefits of this programme to the PCT are:

· help reduce inequalities

· help create a high performing organisation

· better trained managers should result in a more effective use of resources

· demonstrates good partnership working across the PCT

The aim of BAME management development programme is to accelerate management and leadership skills and experience for the following type of BAME managers and staff:

· Level one – for ten team leaders (AfC bands 1 – 5)

· Level two – for five middle mangers (AfC bands 6 – 7)

· Level three – for five senior managers (AfC bands 8)

Demand to join this development programme has been high, selection activity has been completed, and each level is full, and staff on the programme are now progressing to target.
An in-depth analysis of this programme has shown that the programme did not meet the entire stated objective. Whereas there was a number of staff embarking on this programme the end result of advancing their careers by moving to a higher pay band did not materialised because there were no opportunities to progress to a higher pay-band. There is the need for future programme to tie in to the organisational needs and objective especially the HR developmental plan. Success will also depend on the creation of opportunities for staff to fill roles at a higher pay band.   

As part of our BAME Development programmes there are plans to re-evaluate the present BAME Management Development Programme.

There are plans to  introduce other management development programmes suitable for staff across all pay bands including the proposed ‘Leadership for Quality Certificate’ [Next Stage Review] which will focus mainly on our clinicians but will also be opened to other managers. 
These programmes will offer variety and assist in the acceleration of BME staff into more senior positions. 
Staff Networks
As part of the equality duty it is recommended that there be staff networks to represent and foster the interest of staffs in each of the equality streams [race, gender, disability, age, sexual orientation, religion and/or belief]. At present we have an informal BAME staff network which has done considerable work to represent the interest of BAME staff. There are plans for this group to develop a business case and have a formal launch in November 2009. The PCT has been fully supportive of the plans of this group and hope to use the work and activities of this group to support the development of other staff networks. 
4. Disability Equality
The disability duty can be divided into the general duty and the specific duty. The general duty can be summarised as the duty to:

· Promote equality of opportunity between disabled persons and other persons

· Eliminate harassment of disabled persons that is related to their disabilities

· Promote positive attitudes toward disabled persons

· Encourage participation be disabled persons in public life; and

· Take steps to take account of disabled person’s disabilities, even where that involves treating disabled persons more favourably than other person
           The specific duty should include a statement of

· The way in which disabled people have been involved in the development of the disability equality scheme/single equality scheme
· An action plan towards fulfilling its general duty.

· The PCT’s arrangements for gathering information in relation to employment

· The PCT’s arrangements for putting the information gathered to use and reviewing the effectiveness of its action plan

· Publish a yearly report containing the steps taken under the action plan, the result of its information gathering and the use to which it has put the information.
 In the past the PCT was somewhat restricted in collecting some of the data for ethnic monitoring [disability, religion and/or belief, sexual orientation] 

due to the fact that our Electric System Record [ESR] is not configured to capture that information at the point of entry. As a result we have re-designed our New Starter Form to capture the necessary equality monitoring information for all our new staff. We also intend to contact all our existing staff to re-capture this information. 
Disability Access Audit- Willesden Centre for Health and Care

Background

NHS Brent has a legal responsibility under the Disability Discrimination Act 2005 to make sure that its’ buildings are accessible to everyone. This is part of our plan to improve equality for disabled people .A primary survey was carried out at Willesden Centre for Health and Care to ascertain basic access standards to approach and enter the building. The following is a summary of DDA Compliance and non-Compliance and gives priorities for action at the Willesden site. Service users, staff and Disabled People were consulted before and during the audit. 
Willesden Centre for Health and Care is a new build and as such, offers full access and generally complies with Part M of the Building Regulations 2006 However there are a few essential elements that do not come up to current access best practice or are currently a Health and Safety risk to service users. Some of these failures are down to lack of Building Management Policies and staff training, which can be easily dealt with.
Recommendations: 
Parking, approach and entrances

1. Install dropped kerb with tactile paving to side of accessible parking spaces in rear car park below ramp. Current route is dangerous and Health and Safety risk

2. Sign post setting down points at front of building

3. Repair broken and uneven paving slabs on ramp at left hand side of front entrance

4. Prevent vehicles parking with wheels on pavement which is also a Health and Safety issue for pavement users

5. Highlight free standing bollards and posts need to be painted with white or yellow bands

6. Highlight canopy supports at front entrance with white or yellow bands

7. Provide motorcycle parking

8. Signage to be introduced to highlight position of cycle parking

9. Replace current ramp handrails with ones that are contrast coloured and warm to touch when possible

10. Signpost entrances to ramps at front and rear of building with the international disability access symbol
Entrances
1. Reposition Card Swipe system at rear entrance at height no higher than 1200mm at lower edge.
2. Surround Card Swipe with colour contrast Perspex
3. Replace rear entrance door with automatic or manual assisted door

4. Replace all internal doors with automatic doors at entrance to services on ground floor

5. Replace door furniture on external door at rear 

6. Provide range of chairs in waiting area in lobby

7. Adjust self closing pressure on rear entrance door to 30 Newton’s minimum

WCs 

1. Provide low level urinal in male WC’s

2. Replace foot operated waste bins in accessible WCs with suitable alternative

3. Provide accessible bin for disposal of continence aids etc
Building Management systems
1. Make sure that alarms in accessible WC’s are checked daily

2. Check alarm cords hang freely

3. Facilities Management Staff to be trained in use of counter induction system, 

4. Induction Loop signage to be installed at Reception

5. Facilities Management Staff to be trained in Disability Equality and Awareness

6. Access guide to site and services should be developed

7. Individual Personal Emergency Escape Plans for disabled staff to be put in place, including staff and visitors to BADP (Brent Association of Disabled People)

8. Implement fire and emergency system for D/deaf visitors and staff
Priorities:

1. Replace all manually operated doors with automatic provision to main thoroughfare to services on ground floor – from Reception Lobby to Physiotherapy, Robertson House and Wards – Health and Safety issue

1. Replace all manually operated doors with automatic provision at rear entrance

2. Install dropped kerb with textured paving adjacent to accessible parking spaces near ramp in rear car park - Health and Safety issue
3. Provide Disability Equality and Awareness Training for all Facilities Management Staff

4. Develop Individual Personal Emergency Escape Plans for disabled staff to be put in place, including staff and visitors to BADP (Brent Association of Disabled People)

5. Facilities Management Staff to receive training in emergency evacuation of disabled staff and visitors - Health and Safety issue
6. Resolve issue regarding accessible parking and restricted access to rear entrance

7. Provide emergency alert system for D/deaf staff and visitors – pagers linked to emergency alarm

8. Reposition Card Swipe system at rear entrance at height no higher than 1200 at lower edge and away from rear edge of door
9. Surround Card Swipe at rear entrance with colour contrast Perspex
10. Improve Way finding signage to accessible entrances
5. Gender Equality
The “specific duty” for gender equality requires us to publish a Gender Equality Scheme.  The Gender Equality scheme has now been incorporated into the Single Equality scheme and outlines our policy on gender equality and a three year action plan which will include the following:

· Take steps to address equal pay between men and women in our organisation.

· Collect information on gender around service delivery and employment.

· Consult with stakeholders on priorities for Gender equality.

· Carry out Equality Impact Assessments. 

· Identify priority areas for gender equality.

· Publish a three year action plan.

Two priorities areas for the Gender Equality duty would be:   
[i] to conduct pay audit to identify any pay gap and develop an action plan to  address any gap identified.

[ii] Prioritise and identify four departments and assess against gender Equality Duty and PCT Gender Equality Agenda.
6.  Single Equality Scheme
We have developed a Single Equality Scheme which sets out how we intend to tackle health inequalities and unlawful discrimination as well as ensuring that equality is embedded in all our commissioning and procurement activities and the delivery of services.

Part of our mandatory objective will be  to “To respect the Human Rights of all staff, patient and clients, taking measurable steps to promote the equalities duty, ensuring that no person receives unfair service or is treated in a discriminatory manner that cannot be lawfully justified.”
As part of the consultation process involving the development of the Single Equality Scheme we hosted our first annual Equalities, Diversity and Human Rights Conference on 25 March 2009. We were delighted to have as our keynote speakers Joan Saddler and Barry Mussenden from the Department of Health. Joan is the National Director, Patient and Public Engagement and Barry is the Branch Head for Equality and Human Rights.  
Joan addressed the equality duty from a community perspective and Barry gave a national perspective of the equality duty and touched on the incoming Equalities Bill. There were a number of break-out sessions where interest groups representing the various equality streams were invited to give their input and feedback into the action plan for the SES. 

We have also conducted a number of mini equalities, diversity and human rights conference for all our staff across the various sites of the PCT. 

7. Equality Impact Assessments

Impact assessments are an integral part of the equality duty. Although we have been impact assessing all our policies we have developed a more robust Equality Impact Assessment Procedure to ensure that we are conducting all our equality impact assessments efficiently. To ensure compliance and to develop best practices we have begun to train members of the community to be equality impact assessors. We have also begun a comprehensive overview of EqIA training need for all members of staff. Senior managers have been prioritised and we hope to filter this training to all members of staff.  

8. Workforce data
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The data shows that our staffs are reflective of the population we serve. We are more than represented in the Black or Black British and Black or Black British Caribbean ethnic groups.                                                                                                         
                                                    Employment

	
	Applications
	Shortlisted
	Starters
	Staff In Post
	Senior Managers
	Leavers

	White British
	466
	96 [20.6%]
	20 [[20.8%]
	165
	20
	34

	White Irish
	41
	12 [29.2%]
	2 [16.6%]
	28
	2
	11

	White Any Other Background
	326
	44 [13.4%]
	7
[15.9%]
	29
	4
	12

	Mixed White and Black Caribbean
	37
	7 [18.9%]
	0
	9
	0
	4

	Mixed White and Black African
	28
	3 [10.7%]
	0
	7
	1
	0

	Mixed and Asian
	12
	0
	0
	
	0
	0

	Mixed Any Other Background
	44
	7 [15.9%]
	0
	
	0
	1

	Asian British Indian
	641
	90 [14%]
	16 [17.7%]
	71
	3
	11

	Asian or Asian British Pakistani
	127
	0
	0
	7
	2
	2

	Asian or Asian British Bangladeshi
	77
	2 [2.5%]
	0
	1
	0
	0

	Asian or Asian British Any Other Background
	200
	32 [16%]
	4 [12.5%]
	42
	1
	11

	Black or Black British Caribbean
	253
	55 [21.7%]
	6 [10.9%]
	122
	7
	15

	Black or Black British African
	620
	106 [17%]
	7
 [6.6%]
	94
	2
	10

	Black or Black British Any Other Background
	54
	6 [11%]
	0
	9
	0
	5

	Other Ethnic Group Chinese
	27
	3 [11%]
	0
	9
	0
	2

	Other Ethnic Group Any Other ethnic Group
	140
	20  [14.2%]
	3 

[15%]
	18
	4
	5

	Undisclosed
	54
	10 [18.5%]
	4
 [40%]
	13
	1
	5


The data shows the highest amount of applications came from Asian British Indians [641] followed by Black or Black British Caribbean [620] followed by White British [466]. In terms of short listing the ethnic group that had the highest amount of applicants who were shortlisted for an interview were the White Irish [29.2%] followed by the Black or Black British Caribbean [21.7%] followed by the White British [20.6%]. 40% of the people who did not disclose their ethnic origin started in their position, 20.8% of white British were successful at interview and started in their position. 17.7% of Asian British Indian successfully started. The other two categories of high starters were White Irish [16.65] and White any other background [15.9%].

For the purposes of this report a Senior Manager is anyone on Agenda for Change pay band 8 and above. Most senior managers were White British [20] followed by Black or Black British Caribbean [7], White Any other Background [4] and Any Other Ethnic Group [4].

The ethnic group that had the highest amount of leavers was White British [34] followed by  Black or Black British Caribbean [15] followed by  White any other Background [12].  
[image: image3.emf]Ethnicity Staff in Post Appointed - Provider

0% 5% 10% 15% 20% 25% 30% 35%

A White - British

B White - Irish

C White - Any Other White Background

D Mixed - White & Black Caribbean

E Mixed - White & Black African

F Mixed - White & Asian

G Mixed - Any Other Mixed Background

H Or Asian British - Indian

J Asian Or Asian British - Pakistani

K Asian Or Asian British - Bangladeshi

L Asian Or Asian British - Any Other Asian Backround

M Black Or Black British - Caribbean

N Black Or Black British - African

P Black Or Black British - Any Other Black Background

R Other Ethnic Group - Chinese

S Other Ethnic Group - Any Other Ethnic Group

Z Undisclosed

Staff in Post

Appointed


The data shows that applicants from White and British Asian Indian background were most likely to be appointed. Applicants from Black British African/Caribbean and Asian from Any Other Background we less likely to be appointed.
                                                                 Disciplines & Grievances

	
	Disciplines
	Grievances

	White British
	         0
	       1

	White Irish
	         0
	       1

	White Any Other Background
	         0
	       2

	Mixed White and Black Caribbean
	         0
	       0

	Mixed White and Black African
	         3 
	       0 

	Mixed and Asian
	         0
	       0 

	Mixed Any Other Background
	         0
	       0 

	Asian British Indian
	         0
	       0

	Asian or Asian British Pakistani
	         0
	       0  

	Asian or Asian British Bangladeshi
	         0
	       0

	Asian or Asian British Any Other Background
	         2 
	       1 

	Black or Black British Caribbean
	         0
	       5 

	Black or Black British African
	         0
	       1

	Black or Black British Any Other Background
	         0
	       1

	Other Ethnic Group Chinese
	         0 
	       0

	Other Ethnic Group Any Other ethnic Group
	         0
	       0       

	Undisclosed
	         0 
	       0


The total number of staff facing disciplines was five [5].  Three [3] was from the Mixed White and Black ethnic category and two [2] Asian or Asian British Any Other Background. The ethnic group which initiated the highest amount of grievances was the Black or Black British Caribbean, 5 out of a total of 12, 2 from White any Other Background and 1 each from White British, White Irish,  Asian or Asian British Any Other Background, Black or Black British African and Black or Black British Any Other Background.
                                                               Grade Increase

	
	  Grade Increase

	White British
	             12

	White Irish
	               0

	White Any Other Background
	              1

	Mixed White and Black Caribbean
	              0 

	Mixed White and Black African
	              0

	Mixed and Asian
	              0

	Mixed Any Other Background
	              0

	Asian British Indian
	              1

	Asian or Asian British Pakistani
	              0

	Asian or Asian British Bangladeshi
	              0

	Asian or Asian British Any Other Background
	              0

	Black or Black British Caribbean
	              4 

	Black or Black British African
	              4

	Black or Black British Any Other Background
	              0

	Other Ethnic Group Chinese
	              0

	Other Ethnic Group Any Other ethnic Group
	              0

	Undisclosed
	              0 


The group that had the highest grade increase was the White British [12]. Four Black or Black British Caribbean and Four Black or Black British African also received grade increase. 
                                                   Pay Band

	
	    1-4
	   5-6
	 7- 8b+
	8c+
	Others

	White British
	     57
	56
	44
	2
	6

	White Irish
	      9
	12
	6
	0
	1

	White Any Other Background
	      5        
	9
	14
	0
	1

	Mixed White and Black Caribbean
	      0
	4
	0
	0
	0

	Mixed White and Black African
	      5
	1
	2
	0
	0

	Mixed and Asian
	      4
	0
	0
	0
	0

	Mixed Any Other Background
	      4
	1
	2
	0
	0

	Asian British Indian
	     31
	23
	13
	2
	2

	Asian or Asian British Pakistani
	      1
	2
	2
	1
	1

	Asian or Asian British Bangladeshi
	      0
	0
	0
	0
	1

	Asian or Asian British Any Other Background
	     10
	18
	10
	0
	4

	Black or Black British Caribbean
	      56
	47
	18
	1
	0

	Black or Black British African
	      28
	43
	20
	0
	3

	Black or Black British Any Other Background
	       7
	1
	1
	0
	0

	Other Ethnic Group Chinese
	       2
	5
	2
	0
	0

	Other Ethnic Group Any Other ethnic Group
	       3
	5
	6
	2
	2

	Undisclosed
	       6 
	3
	3
	0
	1

	Total
	
	
	
	
	


Pay Bands [First four highest]

1-4 
1 White British

2 Black or Black British Caribbean

3 Asian British Indian

4 Black or Black British African

5-6
1 White British
2 Black or Black British Caribbean

3 Black or Black British African

4 Asian British Indian

7-8b
1. White British

2. Black or black British African

3. Black or Black British Caribbean

4. White Any Other Background

8c+

1. White British, Asian British Indian and Asian Any Other Background

    two each 

2. Asian British Pakistani [1]

3. Black or Black British Caribbean [1]

Others
 [CEO, Consultants and Senior Managers on Pre Agenda for Change contracts]

1 White British [6]
2 Black or Black British African [3]
3 Asian British Indian [2]
4 Any Other Ethnic Group [2[
A look at the pay bands on the Provider side reveals that British Whites are in the majority in all the pay bands. 
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                                             Workforce   Commissioning                    

	
	Applications
	Shortlisted
	Starters
	Staff In Post
	Senior Managers [8+]
	Leavers

	White British
	217
	44
 [20%]
	17

38.6%
	60
	24
	10

	White Irish
	21
	7
 [33%]
	0
	1
	0
	1

	White Any Other Background
	88
	17
[19.3%]
	2
11.7%
	10
	4
	0

	Mixed White and Black Caribbean
	15
	1[6.6%]
	0
	5
	1
	0

	Mixed White and Black African
	11
	0
	0
	1
	0
	0

	Mixed and Asian
	14
	2 [14.2%]
	0
	1
	0
	0

	Mixed Any Other Background
	22
	1[4.5%]
	1
	3
	0
	0

	Asian British Indian
	444
	53
[11.9%]
	11
20.7%
	36
	7
	4

	Asian or Asian British Pakistani
	158
	16
[10.1%]
	0
	6
	1
	1

	Asian or Asian British Bangladeshi
	47
	3
 [6.3%]
	2
	3
	0
	0

	Asian or Asian British Any Other Background
	135
	18
[13.3%]
	4
22.2%
	14
	4
	1

	Black or Black British Caribbean
	109
	17
[15.5%]
	4
23.5%
	15
	2
	1

	Black or Black British African
	431
	54
[12.5%]
	3
5.5%
	19
	4
	0

	Black or Black British Any Other Background
	46
	7
[15.2%]
	0
	0
	0
	0

	Other Ethnic Group Chinese
	31
	4
[12.9%]
	1
25%
	4
	0
	1

	Other Ethnic Group Any Other ethnic Group
	47
	5
[10.6%]
	3
60%
	6
	4
	0

	Undisclosed
	51
	6
[11.7%]
	3
50%
	3
	0
	0


The ethnic group that had the highest amount if applicants was the Asian British Indian [444]. This was followed by the Black or Black British African [431], and then white British [217] followed by the Asian and Asian British Pakistani [158]. 

In terms of number of candidates short listed the first four highest categories were the Black or Black British African [54]; Asian British Indian [53]; White British [44], White Any Other Background [17] and Black or Black British Caribbean [17].

In terms of the percentage of short listed candidates from the number of applicants, 20% were White Brirish,19.3% were White any Other Background; 15.5% Black or Black British Caribbean and 15.2% Black or Black British Any Other Background.   
The category that had the highest number of starters was the White British [17]; followed by the Asian British Indian [11], Asian or Asian British Any Other Background [4] and Black or Black British Caribbean [4].
In terms of the percentage of starters from the number of short listed candidates, 38.6% were White British; 23.5% Black or Black British Caribbean; 22.2% Asian or Asian British Any Other Background and 20.7% Asian British Indian. One person was short listed from the Mixed Any Other Background Group and was appointed; Two out of the three people short listed from the Any Other British Bangladeshi Group was appointed; three out of the five people short listed from the Any Other Ethnic Group was appointed; and three out of the six people short listed from the Undisclosed Group was appointed.  
The category that had the highest grade increase was the White British [4]; followed by the Asian British Indian [3]; White Mixed and Black Caribbean [2]; One each from the White British; Asian or Asian British Pakistani, Asian or Asian British Bangladeshi and Black or Black British African
                                                   Pay Band

	
	1-4
	5-6
	7-8b
	8c+
	Others

	White British
	4
	13
	21
	12
	10

	White Irish
	0
	0
	1
	0
	0

	White Any Other Background
	1
	1
	4
	1
	3

	Mixed White and Black Caribbean
	0
	3
	2
	0
	0

	Mixed White and Black African
	0
	0
	1
	0
	0

	Mixed and Asian
	0
	1
	0
	0
	0

	Mixed Any Other Background
	1
	2
	0
	0
	0

	Asian British Indian
	3
	12
	10
	1
	10

	Asian or Asian British Pakistani
	0
	4
	1
	0
	1

	Asian or Asian British Bangladeshi
	1
	2
	0
	0
	0

	Asian or Asian British Any Other Background
	3
	4
	7
	0
	0

	Black or Black British Caribbean
	5
	5
	3
	1
	1

	Black or Black British African
	1
	9
	8
	0
	1

	Black or Black British Any Other Background
	0
	0
	0
	0
	0

	Other Ethnic Group Chinese
	0
	2
	2
	0
	0

	Other Ethnic Group Any Other Any other Ethnic Group 
	0
	0
	3
	1
	2

	Undisclosed
	1
	0
	1
	0
	1

	Total
	16
	67
	64
	16
	29


Pay Bands [First four highest]

1-4 

1. Black or Black British Caribbean [5]

2. White British [4]

3. Asian British Indian [3[

4. Asian or Asian British any other Background [3]

5-6
1. White British [13]

2. Asian British Indian [[12]

3. Black or Black British African [9]

4. Black or Black British Caribbean [5]

7-8b
1. White British [21]

2. Asian British Indian [10]

3. Black or Black British African [8]

4. Asian or Asian British Any Other Background [7]
8c+

1. White British [12]

2. Asian British Indian [1], Black or Black British Caribbean [1], Any other
   Ethnic group [1].
Others

 [CEO, Consultants and Senior Managers on Pre Agenda for Change contracts]

1. White British [10]

2. Asian British Indian [10
3. White Any other Background [3]

4. Any Other Ethnic Group [2]
A look at the pay bands on the Commissioning side reveals that British Whites are in the majority in all the pay bands except the lowest pay band which is band 1-4. The biggest disparity is in pay band 8c and above [Directors and Assistant Directors]. 
Conclusion

1. This report seeks to illustrate the equality and diversity of the workforce within the NHS Brent and Brent Community Services and identifies areas that require improvement.  
2. BAME staff are clustered around the lower pay bands 

3. Most senior staff pay band 8c and above are White. There may be the need to address this disparity  where there is a high number of BAME staff in the organisation/s but this is not reflected at the higher pay bands
4. Until recently the PCT had no available data on Disability, Religious Belief and Sexual Orientation of its workforce however it does draw data from application forms.  

5. The data from the 2001 census in Brent shows that Black and Minority Ethnic (BAME) make up 55% of the population.  Currently 60% [NHS Brent] and 63% [BCS] staff are from the BAME group which reflects the diversity of the workforce and far exceeds the percentage of the local BAME population.  The PCT is also attracting applicants from a wide range of ethnic groups, which appears to have increased in percentage since 2007.  

6. No ethnic group has been disproportionately represented in terms of disciplines or grievances. Whilst this is positive there is the need to effectively monitor this area since traditionally BAME groups have been disproportionately represented.
Recommendations

The following is recommended:

7. The PCT should consider carrying out further detailed analysis of all the performance and conduct investigations carried out in 2007/08 and also an audit of HR recruitment practices over the past 3 years in order to ascertain any trends and implications in respect of equality and diversity.  Ideally this analysis should be outsourced.

8. Exit questionnaires should be carried out on all staff to ascertain their reasons for leaving and to identify any emerging trends with an equality or diversity dimension. Once this information has been obtained a strategy can be developed to deal with any emerging trends.
9. The PCT should look at ways of encouraging disabled people  to apply for posts. 

10. The PCT should look at ways to improve its capture of data on disability, sexual orientation and religious belief on appointment.  This is a sensitive subject area and the PCT may need to consider alternative ways of capturing information in preference to the employee verbally informing the person completing their appointment form on their first day of work.

11. The PCT should carry out a census on all staff requesting information on disability, religion and sexual orientation in order to obtain meaningful workforce data.
12. The PCT need to establish a disability staff network
The past year has been quite busy. We have seen the creation of Brent Community Services a separate and autonomous organisation with its own Board and governance framework. We have now appointed an Equality and Diversity Manager with the specific remit to provide strategic direction for the implementation of the equality duty from a World Class Commissioning perspective. There are still some areas where the PCT need to do some extra work as identified above including the development of an effective Patient and Public Engagement strategy for Brent Community Services to ensure effective consultation with our partners and stakeholders. 
Nolan Victory

Equalities, Diversity and Human Rights Adviser.

Appendix 1

Equality and Diversity Data
These reports are made up of the following categories and groups as agreed by NHS Employers:

Gender:

Male 

Female

Undisclosed

Disabled:

Yes

No

Undisclosed

Ethnicity:

White – British

White – Irish

White – Other

Asian or Asian British – Indian

Asian or Asian British –Pakistani

Asian or Asian British – Bangladeshi

Asian or Asian British – Any Other Asian Background

Mixed – White and Black Caribbean

Mixed -  White and Black Africa

Mixed – White and Asian

Mixed – Any other mixed Background

Black or Black British –  Caribbean

Black or Black British –  African

Black or Black British – Any other black background

Other Ethnic Group – Chinese

Other Ethnic group – Any other ethnic group

Undisclosed

Age Group:

Under 20

20 – 24

25 – 29

30 – 34

35 – 39

40 – 44

45 – 49

50 – 54

55 – 59

60 – 64

65 – 69

70+

Religious Belief:

Atheism

Buddhism

Christianity

Hinduism

Islam

Jainism

Judaism

Sikhism

Other

Undisclosed

Sexual Orientation:

Lesbian

Gay

Bisexual

Heterosexual

Undisclosed

Appendix 2 Training Provider

                                                    Training

	White British
	         355

	White Irish
	          84

	White Any Other Background
	          72

	Mixed White and Black Caribbean
	           9

	Mixed White and Black African
	           3 

	Mixed and Asian
	           0

	Mixed Any Other Background
	          25

	Asian British Indian
	          254

	Asian or Asian British Pakistani
	           7

	Asian or Asian British Bangladeshi
	           0 

	Asian or Asian British Any Other Background
	           0 

	Black or Black British Caribbean
	           4

	Black or Black British African
	           4

	Black or Black British Any Other Background
	           0

	Other Ethnic Group Chinese
	           0

	Other Ethnic Group Any Other ethnic Group
	           0 

	Undisclosed
	           0 


Appendix 3 Training NHS Commissioning  

	White British
	55

	White Irish
	1

	White Any Other Background
	11

	Mixed White and Black Caribbean
	4

	Mixed White and Black African
	0

	Mixed and Asian
	4

	Mixed Any Other Background
	12

	Asian British Indian
	66

	Asian or Asian British Pakistani
	10

	Asian or Asian British Bangladeshi
	13

	Asian or Asian British Any Other Background
	27

	Black or Black British Caribbean
	27

	Black or Black British African
	50

	Black or Black British Any Other Background
	0

	Other Ethnic Group Chinese
	1

	Other Ethnic Group Any Other ethnic Group
	6

	 Undisclosed
	2


Appendix 4 Grade Increase Commissioning
	White British
	4

	White Irish
	1

	White Any Other Background
	0

	Mixed White and Black Caribbean
	2

	Mixed White and Black African
	0

	Mixed and Asian
	0

	Mixed Any Other Background
	0

	Asian British Indian
	3

	Asian or Asian British Pakistani
	1

	Asian or Asian British Bangladeshi
	1

	Asian or Asian British Any Other Background
	0

	Lack or Black British Caribbean
	0

	Black or Black British African
	1

	Black or Black British Any Other Background
	0

	Other Ethnic Group Chinese
	0

	Other Ethnic Group Any Other ethnic Group
	0

	Undisclosed
	0
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