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1. 
Introduction

Our Trust is committed to creating a workplace where every individual feels they genuinely belong, are valued for who they are, and can thrive. We recognise that inclusion, dignity, and respect are essential to the wellbeing of our colleagues and to the quality of care we provide. A person-centred approach sits at the heart of everything we do. This means we actively listen, seek to understand, and treat everyone with compassion, fairness and humanity. We aim to foster an environment that is welcoming, safe and supportive for people from all backgrounds, identities and life experiences. We believe that no one should be treated less favourably because of who they are. This includes, but not limited to, age, disability, gender identity, race, religion or belief, sexual orientation, marriage or civil partnership status, pregnancy or maternity, caring responsibility, nationality, social background, employment status or trade union affiliation. The Trust applies this commitment across all areas of recruitment and employment. Our policies and procedures are designed to ensure that decisions are made fairly, based on peoples’ skills, experience and potential. We see diversity as a strength and aim to create an environment where everyone thrives, our mission vision and values guide us to be respectful, open honest and transparent. It is these values that will ensure we achieve our strategic objective of becoming the best place to work and learn. We will comply with the Equality Act 2010 and meet requirements of the Public Sector Duty (PSED) which requires public bodies to actively consider how their decisions and policies affect people with protective characteristics This means we:
· Work to eliminate discrimination, harassment and victimisation
· Promote equal opportunities for everyone 
· Encourage positive relationships between people from different backgrounds. 

We will be open about how we meet these duties by setting clear equality objectives and sharing relevant information to show how we are doing

2. Purpose and scope of the policy

The purpose of this policy is to promote and support a culture of inclusion, belonging, equality and fairness in recruitment and employment across the Trust. It sets out our commitment to being an employer where individuality is respected and where each colleague has equitable access to opportunities, support and development. The policy outlines how the Trust meets its legal duties, protects staff from discrimination, and takes proactive steps to remove barriers that affect people differently.

Alongside this policy there are a number of procedure guidance document which aims to support staff and managers with the practical support they need to ensure an inclusive working environment while ensuring compliance with our legal duties.

This policy now replaces Equal Opportunities in Employment Policy. 

3. Definitions

3.1 The Equality Act 2010 
This is the UK’s key legislation that protects individuals from discrimination based on nine protective characteristics,
· Age 
· Disability 
· Gender reassignment 
· Marriage and civil partnership 
· Pregnancy and maternity 
· Race 
· Religion or belief 
· Sex 
· Sexual orientation 
Our Trust has also chosen to adopt a tenth protective characterises which are carers.

We will comply with the requirements of Workforce Race Equality Standards (WRES), Workforce Disability Equality Standards (WDES), Patient and Carer Race Equality Framework (PCREF), NHS EDI High Impact Actions and Equality Delivery System (EDS).

 3.2 Key NHS standards we follow 

· Workforce Race Equality standards (WRES)
Compare experiences of Black, Asian and Minority Ethnic (BAME) staff with white staff to tackle race inequality.
· Workforce Disability Equality Standards (WDES)
Ensure fair treatment and opportunities for disabled staff. 
· Equality Delivery Systems (EDS)
Works with communities and staff to review how well we meet equality duties and improve services 
· Gender Pay Gap Reporting 
We publish annual reports and endeavour to implement action plans which work towards closing pay gaps 

3.3 EDI High Impact Action (NHS England)

We are committed to delivering the six national high-impact actions 

1. Leadership Accountability 
Board members and senior leaders have measurable EDI objectives
2. Inclusive Recruitment & Talent Management 
Fair processes to improve diversity at all levels 
3. Eliminate Pay Gaps
Actions plans for race, disability and gender pay gaps 
4. Address Workforce Health Inequalities 
Support staff wellbeing and tackle disparities 
5. Support International Recruits 
Comprehensive induction and onboarding 
6. End Bullying, Harassment & Discrimination 
Create a safe and respectful workplace. 

3.4 Understanding Discrimination and Unfair Treatment.
· [bookmark: _Hlk214628561]Direct discrimination is treating someone unfairly because of who they are. 

· Indirect discrimination arises when rules, policy or practices applied to everyone but has an unintentionally impact or disadvantages certain groups. Indirect discrimination may be justified if it is applied as a ‘proportionate means of achieving a legitimate aim’.

· Discrimination by perception happens when someone is treated unfairly because others think they have a protected characteristic, even if they don’t. 

· Discrimination by association occurs when someone is treated unfairly because of their connection to someone with a protected characteristic. 

· Harassment involves behaviour that violates dignity or creates a hostile environment. 

· Victimisation occurs when someone is treated poorly for raising concerns.

· Part-time workers must not be treated less favourably than full time colleagues doing similar work. This is protected under the Part-time Workers Regulation 2000.


4. Principles

The policy is intended to be aligned with the trust values and work towards promoting a values led culture drawing specific attention to - person first, families and cares, honest and transparent, which in turn supports our values of “we improve and aim to be outstanding” and “we are relevant today and ready for tomorrow.”

4.1 Recruitment Training & Development 
We want everyone to have a fair chance when applying to work with us. 
This means:
· Fair and inclusive process: We make sure recruitment, promotion, training, pay and redundancy decisions are based on skills and experience and not personal characteristics.

· Reasonable Adjustments: If you have a disability and meet the essential criteria, you will be offered an interview. We will make reasonable adjustments for interview and assessments. 

· Health questions: We only ask health questions when legally allowed. For example, to arrange adjustments, monitor diversity, or for genuine job-related reasons. 

· Disability confident: We are proud to be level 3 Disability Confident Leader. Committed to recruiting and supporting disabled people. 

· Fair interview: Interviews are carried out by at least two trained people and panels aim to be diverse. We avoid assumptions and stereotypes and assess everyone against the person specification. 

In rare cases, a role may need a specific characteristic, such as a cultural background or language skills to deliver service effectively. This is called an Occupational Requirement (OR) and is allowed under the Equality Act 2010, but only when:
· It is essential for the role 
· It is a proportionate way to achieve a legitimate aim. 

If an OR is considered, it must be discussed with the relevant teams within the People Directorate. A rational document must be co-produced via a multidisciplined team consisting of, general manager, team managers, HR business partner, recruitment lead colleagues and EDI lead and presented to the Chief People Officer for approval and sign off before OR being applied. 

4.2 Training and Development 
We believe learning and development are key to creating a positive, inclusive culture where everyone feels valued and supported. 
Here’s what we promise:

· Equal access for all
Everyone, full time or part time, will have the same opportunities for training and development. 

· Fair and transparent 
Course places and study leave will be offered fairly, based on identified needs. No one will be disadvantaged by unjustifiable condition. 

· Mandatory equality training 
Equality diversity and inclusion training is part of our mandatory programme to help build an equal opportunities culture. 

· Career development support 
We encourage staff to take ownership of their career through appraisal and personal development plans. Opportunity like mentoring, shadowing, coaching and self-directed learning will be available to support growth.

· Targeted support 
Where specific needs are identified, such as leadership development for protected characteristic groups, we will provide targeted training. 

4.3 Review and variations 
Where changes in legislation, national guidance, or other significant developments directly impact this policy, such legislation or guidance will take precedence. In these circumstances, the Trust endeavours to initiate a review of the policy to ensure it is updated accordingly as soon as practicably possible

For the avoidance of doubt, where this policy’s review date has lapsed, it shall remain in force until such time as a revised policy has been approved through the usual governance arrangements

5. Duties

5.1 Employees Responsibilities
The Trust holds overall accountability for opposing and avoiding all forms of discrimination and preventing discrimination. Every member of staff plays a vital part in making this policy work in practice. 

All colleagues are expected to follow the principals of this policy and help create a fair and inclusive workplace. 

If you believe discrimination or unfair barriers exist, in the first instance you should speak to your Line manager and/or one of the following and your concerns will be handled in accordance with the appropriate policies and procedures:
· Freedom to Speak Up Guardians 
· Equity Guardians
· Civility and Respect Champions
· Your Trade Union representative 
· Staff network peer support 

5.2 Managers Role
Managers have a key role in promoting equality and inclusion and foster a sense of belonging across their teams. 
· Managers will receive training and support to help them lead inclusively which will support them to apply this policy effectively and make use of the procedure guidance which sit under this policy. 

Managers at all levels are expected to:

· Champion the principles of equality and inclusion in their teams and in all that they do

· Take part in training to understand the importance of inclusive leadership and have the confidence and competencies to address any equal opportunity issues 

· Create and maintain an inclusive culture where everyone feels respected and supported

In essence all staff must treat others with kindness, dignity and respect, and challenge discrimination where they see it. Managers must model inclusive behaviour, create psychologically safe environments and ensure staff feel listened to and supported. People Directorate provide guidance, training and support. Senior leaders provide visible leadership and accountability

5.3 Responsibilities of the Chief Executive 

· The Chief Executive holds ultimate responsibility for this policy but has delegated day-to-day leadership to the Chief People Officer. 

The Equality, Involvement and Inclusion Committee (EIIC) and People Rumination Committee (PRC) made up of executive and non-executive directors and staff, set priorities and monitors’ progress

5.4. Trade Union 
Trade Union role is to 
· Provide representation for members where inclusion or belonging is raised as an issue.
· To promote use of Equality Impact Assessment and action plans
· To foster and promote an inclusive environment
· In their staff side role act as the collective voice of staff with regards equality and act as a critical friend to check and challenge 
· To identify areas across the organisation where work may be required on inclusion and belonging and discuss with PD.
6. Equality Impact Assessment

The Trust aims to ensure its policies and procedures promote equality both as a provider of services and as an employer.

Please see Appendix A for this policies EIA. 

7. Dissemination and implementation arrangements (including training)

Directors are responsible for ensuring that staff within their area of responsibility are aware of new or amended policies and procedures related to their work and the change is communicated in The Headlines. If local teams download and keep a paper version of documents, the responsible manager must identify someone within the team who is responsible for updating the paper version.

8. Process for monitoring compliance and effectiveness

The Trust will record workforce data, staff surveys, feedback, WRES, WDES and EDS outcomes to understand experiences and ensure improvements are made. Transparency and involvement from staff networks support this work. 

9. Review and revision arrangements

To make sure our commitment to equality works in practice, we regularly check how we are doing. This includes monitoring effectiveness on compliance of this policy is
undertaken via multiple methods i.e. WRES, WDES, EDS, GDPG reporting and National Staff Survey results. 

10. References

This policy underpins all other policies and procedure guidance relating to employment and the employee life cycle, i.e. recruitment, staff wellbeing, training and development, reasonable adjustment etc

11. Associated documents

Listed below are some procedure guidance which are associated with this policy but is not limited to: 

· Procedure for Reporting of Hate crimes and Hate incidents. 
· Disability and Reasonable Adjustments
· Bullying and Harassment Policy
· Trans and Intersex Inclusion procedure guidance 
· Hybrid working policy 


12. Appendices

Appendix A: 	Equality Impact Assessment (EIA)
Appendix B:		Checklist for the review and approval of policy document
Appendix C:		Version control sheet 





























Appendix A: Equality Impact Assessment (EIA)

POLICY AND STRATEGY
Equality Impact Assessment template 

This EIA template is to be completed by staff when writing a new policy/strategy or when reviewing a policy/strategy.  The EIA needs to demonstrate who would be impacted (local census data and workforce data) and what gaps there are. 

Any gaps identified need to be included in section 6 where actions are listed to address and progress to ensure inclusivity and diversity in the policy/strategy.
	[bookmark: _Hlk64378197]
	QUESTIONS

	ANSWERS AND ACTIONS

	1
	Name of policy/strategy?


	Inclusion & Belonging Policy (which replaces Equal Opportunities in Employment policy)
Revised EIA 

	2
	Description of the document:

	The aim of the Policy is to support the principle of ensuring inclusion and belonging in employment and to ensure that no job applicant or employee receives less favourable treatment, where it cannot be shown to be justifiable, on the grounds of age, disability, marriage or civil partnership, pregnancy or maternity, race, nationality, ethnic or national origin, gender, religion, beliefs, sexual orientation, domestic circumstances, social and employment status, HIV status, gender reassignment, or political affiliation or trade union status; This principle will apply to recruitment and selection, promotion, transfer, training, discipline and grievance and all terms and conditions of employment.



	3
	Lead contact person for the Equality Impact Assessment 
	Name: Iffath Hussain
Job title: Diversity Inclusion & Belonging Lead 


	4
	Who else is involved in undertaking this Equality Impact Assessment
	People Directorate colleagues, staff side, employment policy group



	5
	Sources of information used to identify gaps and barriers
.  
	Census 2021 data
Workforce Profile information as at 30.4.25
2024 NHS Staff Survey results

The data is Trust wide and includes medical staff unless otherwise advised.


	EIA narrative: What does the information you have sourced tell you about the impact it will have on the following equality groups in terms of service provision, access and delivery?


	5a
	Disability Groups:


		Area
	Non- disabled

	Disabled

	England
	45,715,455
82.7%
	9,774,620
17.3%

	Barnsley
	19,0655
78%
	53,920
22%

	Calderdale
	168,780
81.7%
	37,855
18.3%

	Kirklees
	357,620
82.6%
	75,590
17.4%

	Wakefield
	282,165
79.9%
	71,195
20.1%

	
	
	

	
	
	


Source: Census 2021 data
Workforce data:


	 
	No
	Not Declared
	Prefer Not to Answer
	Yes

	Employees
	4736
	184
	52
	561

	Percentage
	85.60%
	3.33%
	0.94%
	10.14%



EIA narrative: Individuals with a mental or physical disability may need adjustments or adaptations on all parts of the employee lifecycle. 
All members (staff, managers) hold responsibility to identify any adjustments needed.

Advice will be provided by the People Directorate Teams such as OH where adjustments are required and identified. 
The policy also directs staff and managers to a ray of procedure guidance and polices, such as Disability and Reasonable Adjustments Policy which provides a framework for effective conversations between manager and staff. 
Peer support and signposting may be obtained from the DisAbility staff network. 

This policy aims to specifically reduce inequality by laying down the Trust’s aims regarding equality issues and employment. The purpose of this policy is to promote and support a culture of inclusion, belonging, equality and fairness in recruitment and employment across the Trust for all protective characteristics and for complete clarity this policy should have a positive impact of the lived experience of all colleagues. 


	
	QUESTIONS

	ANSWERS AND ACTIONS

	5b
	Gender:
		Area
	Male
	Female

	England

	27,656,336
49%
	28,833,712
51%

	Barnsley
	120,279
49.2%
	124,293
50.8%

	Calderdale
	100,790
48.7%
	105,901
51.3%

	Kirklees
	212,346
49%
	220,870
51%

	Wakefield
	173,831
49.2%
	179,539
50.8%



Source: Census 2021 data


Workforce data:
	 
	Female
	Male

	Employees
	4329
	1204

	Percentage
	78.24%
	21.76%



EIA narrative: This policy has been devised to allow a fair and open process on all parts of employee lifecycle. Peer support and signposting may also be obtained from any one of our staff networks. The purpose of this policy is to promote and support a culture of inclusion, belonging, equality and fairness in recruitment and employment across the Trust for all protective characteristics and for complete clarity this policy should have a positive impact of the lived experience of all colleagues.


	5c
	Age:


	Source: Census 2021 data

	Area
	Under 18
	18-39
	40-59
	60-79
	Over 80

	England

	11,774,609
20.8%
	16,161,002
28.6%
	14,897,132
26.4%
	10,858,911
19.2%
	2,798,379
5%

	Barnsley
	50,068
20.5%
	65,448
26.8%
	65,850
26.9%
	51,606
21.1%
	11,595
4.7%

	Calderdale
	45,122
21.8%
	51,990
25.2%
	57,280
27.7%
	42,548
20.6%
	9,694
4.7%

	Kirklees
	98,029
22.6%
	11,9116
27.5%
	114,735
26.5%
	81,845
18.9%
	19,484
4.5%

	Wakefield
	73,625
20.8%
	96,756
27.4%
	94,822
26.8%
	71,717
20.3%
	16,440
4.7%




Workforce data:

[image: ]
EIA narrative: 
It is not anticipated that this policy will have any negative impact on any age groups. Peer support and signposting may also be obtained from any one of our staff networks.

The purpose of this policy is to promote and support a culture of inclusion, belonging, equality and fairness in recruitment and employment across the Trust for all protective characteristics and for complete clarity this policy should have a positive impact of the lived experience of all colleagues.


	5d
	Sexual Orientation:


	Source: Census 2021 data

	Area
	Straight or heterosexual
	Gay or lesbian
	Bisexual
	Other sexual orientation
	Not answered

	England

	43,403,110
89.37%
	747,805
1.54%
	623,504
1.29%
	165,305
0.34%
	3,626,649
7.46%

	Barnsley
	182,948
91.57%
	2,990
1.5%
	1,817
0.91%
	396
0.2%
	11,638
5.83%

	Calderdale
	149,815
89.91%
	2,811
1.69%
	1,968
1.18%
	550
0.33%
	11,488
6.89%

	Kirklees
	311,501
89.96%
	4,340
1.25%
	3,697
1.07%
	998
0.29%
	25,742
7.43%

	Wakefield
	261,615
90.98%
	4,321
1.50%
	2,968
1.03%
	689
0.24%
	17,945
6.24%



Workforce data:
	 
	Bisexual
	Gay or Lesbian
	Heterosexual or Straight
	Not stated (person asked but declined to provide a response)
	Other sexual orientation not listed
	Undecided

	Employees
	105
	134
	4777
	502
	7
	8

	Percentage
	1.90%
	2.42%
	86.34%
	9.07%
	0.13%
	0.14%



EIA narrative: It is not anticipated there will be any adverse impact because of the implementation of the policy. Managers and staff have a number of procedure guidance which further supports the application of this policy and promote a workforce environment built on inclusion and belonging. Peer support and signposting may also be obtained from the staff LGBTQ+ network.

The purpose of this policy is to promote and support a culture of inclusion, belonging, equality and fairness in recruitment and employment across the Trust for all protective characteristics and for complete clarity this policy should have a positive impact of the lived experience of all colleagues.


	5e
	Religion or Belief:


	Source: Census 2021 data

	Area
	Christian
	Buddhist
	Hindu
	Jewish
	Muslim
	Sikh
	Other
	No religion
	Not answered

	England

	26,167,899
46.3%
	262,433
0.5%
	1,050,533
0.5%
	269,283
0.5%
	3,801,186
6.7%
	420,383
0%
	322,410
0.6%
	20,715,664
36.7%
	3,400,548
6.0%

	Barnsley
	125,502
51.3%
	435
0.2%
	416
0.2%
	62
0%
	1,404
0.6%
	256
0.1%
	862
0.4%
	102,906
42.1%
	1,2728
5.2%

	Calderdale
	85,677
41.5%
	630
0.3%
	1,173
0.6%
	153
0.1%
	19,650
9.5%
	387
0.2%
	1,045
0.5%
	86,787
42%
	11,129
5.4%

	Kirklees
	170,577
39.4%
	996
0.2%
	1,723
0.4%
	187
0%
	80,046
18.5%
	3,476
0.8%
	1663
0.4%
	150,599
34.8%
	23,949
5.5%

	Wakefield
	173,070
49%
	797
0.2%
	1,270
0.4%
	127
0%
	11,279
3.2%
	501
0.1%
	1,405
0.4%
	145,950
41.3%
	18,972
5.4%




Workforce data:

	Atheism
	Buddhism
	Christianity
	Hinduism
	I do not wish to disclose my religion/belief
	Islam
	Jainism
	Judaism
	Other
	Sikhism

	1394
	25
	2540
	60
	811
	247
	1
	8
	426
	20

	25.19%
	0.45%
	45.91%
	1.08%
	14.66%
	4.46%
	0.02%
	0.14%
	7.70%
	0.36%



EIA narrative: It is not anticipated there will be any adverse impact from the implementation of the policy. Managers and staff have access to procedure guidance’s, and staff guidance document such as flexible working, hybrid working and Ramadan guide, to name a few, which they can refer to for added guidance and support in the application of this policy and promote a workforce environment built on inclusion and belonging. Peer support and signposting may also be obtained from any one of our staff networks.

The purpose of this policy is to promote and support a culture of inclusion, belonging, equality and fairness in recruitment and employment across the Trust for all protective characteristics and for complete clarity this policy should have a positive impact of the lived experience of all colleagues.

	5f
	Marriage and Civil Partnerships


	Source: Census 2021 data

	Area
	Married or in a registered civil partnership
	Single – never married and never registered in a civil partnership
	Divorced
	Widowed
	Separated

	England

	20,561,642
44.7%
	17,450,122
37.9%
	4,171,639
9.1%
	2,790,036
6.1%
	1,033,518
2.2%

	Barnsley
	87,177
43.6%
	73,099
36.6%
	21,183
10.6%
	13,531
6.8%
	4,799
2.4%

	Calderdale
	73,651
44.2%
	60,324
36.2%
	17,611
10.6%
	10,794
6.5%
	4,254
2.6%

	Kirklees
	159,426
46%
	125,290
36.2%
	32,022
9.2%
	21,509
6.2%
	8,027
2.3%

	Wakefield
	127,965
44.5%
	103,484
36%
	30,105
10.5%
	19,017
6.6%
	6,966
2.4%




Workforce data:

	 
	Civil Partnership
	Divorced
	Legally Separated
	Married
	Single
	Unknown
	Widowed

	Employees
	83
	434
	50
	2714
	2124
	66
	59

	Percentage
	1.50%
	7.84%
	0.90%
	49.05%
	38.39%
	1.19%
	1.07%



EIA narrative: It is not anticipated there will be any adverse impact following the implementation of this policy. Managers and staff have a number of procedure guidance they can refer to which will support the application of this policy and promote a workforce environment built on inclusion and belonging. Some of which have been reference in section 10 of this policy. Peer support and signposting may also be obtained from any one of our staff networks.

The purpose of this policy is to promote and support a culture of inclusion, belonging, equality and fairness in recruitment and employment across the Trust for all protective characteristics and for complete clarity this policy should have a positive impact of the lived experience of all colleagues.


	5g
	Pregnancy and Maternity


	Source: Births in England and Wales: summary tables - Office for National Statistics 
NB: The TFR is the average number of live children that a group of women would bear if they experienced the age-specific fertility rates of the calendar year in question throughout their childbearing lifespan.  The national TFRs have been calculated using mid-year population estimates by single year of age.  The sub-national TFRs have been calculated using mid-year population estimates by 5 year age group
	Area
	Number of live births 2021
	Percentage of Total fertility rate (TFR)

	England
	595,948
	1.55%

	Barnsley
	2,521
	1.63%

	Calderdale
	2,143
	1.71%

	Kirklees
	4,826
	1.72%

	Wakefield
	3,857
	1.68%



Workforce data:  

EIA narrative: It is not anticipated there will be any adverse impact because of the implementation of the policy. Managers and staff have a number of procedure guidance they can refer to which will support the application of this policy and promote a workforce environment built on inclusion and belonging. Peer support and signposting may also be obtained from any one of our staff networks.

The purpose of this policy is to promote and support a culture of inclusion, belonging, equality and fairness in recruitment and employment across the Trust for all protective characteristics and for complete clarity this policy should have a positive impact of the lived experience of all colleagues.


	5h
	Gender Re-assignment


	Source: Census 2021 data
NB: Percentages are calculated from the total usual resident population aged 16 years and over

	Area
	Gender identity the same as sex registered at birth
	Gender identity different from sex registered at birth 
	Not answered

	England

	43,002,331
93.47%
	251,844
0.55%
	2,752,783
5.98%

	Barnsley
	189,640
94.92%
	803
0.74%
	9,389
4.70%

	Calderdale
	156,893
94.16%
	829
0.89%
	8,966
5.38%

	Kirklees
	323,432
93.40%
	1,725
0.9%
	21,214
6.13%

	Wakefield
	271,795
94.52%
	1,280
0.81%
	14,539
5.06%




Workforce data: 
There is no information available in the trusts workforce monitoring data to specifically identify trans staff.

EIA narrative: It is not anticipated there will be any adverse impact because of the implementation of the policy. Managers and staff have a number of procedure guidance they can refer to, in particular Trans and Intersex Inclusion, which will support the application of this policy and promote a workforce environment built on inclusion and belonging. Peer support and signposting may also be obtained from the staff LGBTQ+’ network.

The purpose of this policy is to promote and support a culture of inclusion, belonging, equality and fairness in recruitment and employment across the Trust for all protective characteristics and for complete clarity this policy should have a positive impact of the lived experience of all colleagues.

	5I
	Carers
	Source: Census 2021 data
NB: Missing values account for ‘N/A’ or ‘not answered’

	Area
	Yes – provide unpaid care
	No – do not provide unpaid care

	England

	4,678,265
8.3%
	48,734,833
86.3%

	Barnsley
	24,732
10.1%
	206,377
84.4%

	Calderdale
	17,977
8.7%
	206,631
85.8%

	Kirklees
	37,034
8.5%
	371,038
85.6%

	Wakefield
	31,731
6.1%
	301,565
85.3%




Workforce data: 
We know that there is under-reporting of this data however, it is estimated that between one in five and one in seven NHS staff are carers.

EIA narrative: It is not anticipated there will be any adverse impact because of the implementation of the policy. Managers and staff have several procedure guidance they can refer to which will support the application of this policy and promote a workforce environment built on inclusion and belonging.

In addition, Staff have access to the carers’ passport which provides a framework for discussions in relation to their caring responsibilities and the potential impact on work; also exploring flexible working options where applicable and appropriate.  Peer support and signposting may also be obtained from the staff carers’ network.

The purpose of this policy is to promote and support a culture of inclusion, belonging, equality and fairness in recruitment and employment across the Trust for all protective characteristics and for complete clarity this policy should have a positive impact of the lived experience of all colleagues.
 

	[bookmark: _Hlk66278131]5j
	Race

How has your service aligned race with the PCREF?
https://swyt.sharepoint.com/sites/Equalityandinvolvement/SitePages/Patient-and-carer-race-equality-framework-(PCREF).aspx




	Source: Census 2021 data

	Area
	White
	Asian
	Black
	Mixed
	Chinese & other

	England

	45,783,401
81%
	5,426,392
9.6%
	2,381,724
4.2%
	1,669,378
3%
	1,229,153
2.1%

	Barnsley
	236,964 (96.6%)
	2,297 (0.9%)
	1,715
(0.7%)
	2,293
(0.9%)
	1,333
(0.5%)

	Calderdale
	177,836
(86.1%)
	21,726
(10.5%)
	1,439
(0.7%)
	4,027
(1.9%)
	1,603
(0.8%)

	Kirklees
	318,969
(73.6%)
	84,202
(19.4%)
	9,948
(2.3%)
	13,588
(3.1%)
	6,506
(1.5%)

	Wakefield
	328,742
(93%)
	12,633
(3.6%)
	4,516
(1.3%)
	4,938
(1.4%)
	2,541
(0.7%)




Workforce data:
	 
	BME
	Not Stated
	White

	Employees
	937
	79
	4517

	Percentage
	16.93%
	1.43%
	81.64%



EIA narrative: It is not anticipated there will be any adverse impact because of the implementation of the policy. Managers and staff have a number of procedure guidance they can refer to which will support the application of this policy and promote a workforce environment built on inclusion and belonging. Peer support and signposting may also be obtained from REaCH staff network.

The purpose of this policy is to promote and support a culture of inclusion, belonging, equality and fairness in recruitment and employment across the Trust for all protective characteristics and for complete clarity this policy should have a positive impact of the lived experience of all colleagues.


















































Involvement & Insight: Please list in the box below any involvement activity, reports or insight you have gathered by working with your staff team or service users/carers by involving them to gain their views on your service.  
 
· People Directorate colleagues, staff side, employment policy group
· Review of workforce information and staff opinion (from 2024 NHS staff survey)
· Trauma Informed leads 
· Trust staff networks.  








6. Action Plan 
EIAs are now reviewed using a grading approach which is in line with our Equality Delivery System (EDS).  This rates the quality of the EIA. This means that the team can review the EIA and make recommendations only. The rating and suggested standards are set out below:      
· Under-developed – red – No data. No strands of equality 
· Developing – amber – Some census data plus workforce. Two strands of equality addressed 
· Achieving – green – Some census data plus workforce. Five strands of equality addressed 
· Excelling – purple – All the data and all the strands addressed 
Potential themes for actions: Geographical location, built environment, timing, costs of the service, make up of your workforce, stereotypes and assumptions, equality monitoring, community relations/cohesion, same sex wards and care, specific issues/barriers. 

	Who will benefit from this action? 
	Tick all that apply
	Action 1: 
This is what we are going to do
	Action 2: 
This is what we are going to do
	Action 3: 
This is what we are going to do
	Lead/s
	By When
	Update/review outcome
	RAG

	Age
	
/
	It is not anticipated that there will be any negative impact; however, action will be taken if any issues raised for example through the NHS Staff Survey, Trust annual reporting and insight from Trust Staff Networks. Where concerns are identified these will be addressed by appropriate actions.
	As part of annual workforce planning and monitoring processes, we will map out ways to capture workforce data for both gender re-assignment and pregnancy / maternity data so that future EIA may contain the data,  
	
	People directorate 
	Scheduled for review in October 2028.
	
	

	Disability
	/

	As above
	
	
	
	
	
	

	Gender reassignment
	/


	As above
	/

	
	
	
	
	

	Marriage and civil partnership
	/


	As above
	
	
	
	
	
	

	Race


	/

	As above
	
	
	
	
	
	

	Religion or belief
	/

	As above
	
	
	
	
	
	

	Sex
	/

	As above
	
	
	
	
	
	

	Sexual orientation
	/
	As above
	
	
	
	
	
	

	Pregnancy and maternity
	/
	As above
	/

	
	
	
	
	

	Carers
	/

	As above
	
	
	
	
	
	



Failing to complete an EIA every year could expose the Trust to future legal challenge, as it is a legal requirement to write, review and implement in every service as part of meeting the Equality Act.
	7 Please state what methods of monitoring you are using to progress actions

Through planning and development of revised policy.  
Trust annual EDI reports i.e WRES / WDES / EDS 
Through continuous Involvement and engagement from all staff network groups 


	8 Will you publish the Equality Impact Assessment? Please state where the EIA will be shared or published.

The EIA will be published as an appendix to the Policy which will be available on the Trust Intranet.


	9 EIA assessment by equality and involvement team

Name: Chris Lawton

Date: 22/01/2026

Recommendations: 
Expand the Engagement and Involvement section just so the narrative around approach is clearer. 
Expand the Action Plan to evidence the Governance that will protect the review of Impact and adherence.

Grading: Achieving
Grading Rationale 
· Data Usage: The assessment utilises a range of data, including Census 2021 data for national and regional comparisons (Barnsley, Calderdale, Kirklees, and Wakefield) , Workforce Profile information as of April 30, 2025, and 2024 NHS Staff Survey results. 
· Equality Strands Addressed: The document considers and provides data/narratives for all 10 protected characteristics adopted by the Trust: Age, Disability, Gender, Sexual Orientation, Religion or Belief, Marriage and Civil Partnerships, Pregnancy and Maternity, Gender Re-assignment Race and Carers as the Trusts Tenth Protected Characteristic. 
· Engagement and Involvement: There is evidence of engagement through the inclusion of the People Directorate, staff side, employment policy group, Trauma Informed leads, and various Trust staff networks.











Appendix B Checklist for Review and Approval

To be completed and attached to any policy document when submitted to EMT for consideration and approval.

	
	Title of document being reviewed:
	Yes/No/
Unsure
	Comments

	1.
	Title
	
	

	
	Is the title clear and unambiguous?
	YES
	

	
	Is it clear whether the document is a guideline, policy, protocol or standard?
	YES
	Clear it is a policy with separate supporting procedures

	
	Is it clear in the introduction whether this document replaces or supersedes a previous document?
	YES
	It is clear on the cover page version and in section 2 of the policy 

	2.
	Rationale
	
	

	
	Are reasons for development of the document stated?
	YES
	

	3.
	Development Process
	
	

	
	Is the method described in brief?
	YES
	

	
	Are people involved in the development identified?
	YES
	

	
	Do you feel a reasonable attempt has been made to ensure relevant expertise has been used?
	YES
	

	
	Is there evidence of consultation with stakeholders and users?
	YES
	

	
	Is there evidence that a trauma-informed ‘lens’ has been applied? e.g. through use of language etc.
	YES
	TI lead was part of the task and finish group to produce this policy 

	4.
	Content
	
	

	
	Is the objective of the document clear?
	YES
	

	
	Is the target population clear and unambiguous?
	YES
	

	
	Are the intended outcomes described? 
	YES
	

	
	Are the statements clear and unambiguous?
	YES
	

	5.
	Evidence Base
	
	

	
	Is the type of evidence to support the document identified explicitly?
	YES
	

	
	Are key references cited?
	YES
	

	
	Are the references cited in full?
	YES
	

	
	Are supporting documents referenced?
	YES
	

	6.
	Approval
	
	

	
	Does the document identify which committee/group will approve it? 
	YES
	

	
	If appropriate have the joint People Directorate /staff side committee (or equivalent) approved the document?

	YES
	

	7.
	Dissemination and Implementation
	
	

	
	Is there an outline/plan to identify how this will be done?
	YES
	

	
	Does the plan include the necessary training/support to ensure compliance?
	n/a
	

	8.
	Document Control
	
	

	
	Does the document identify where it will be held?
	YES
	Intranet document store

	
	Have archiving arrangements for superseded documents been addressed?
	YES
	

	9.
	Process to Monitor Compliance and Effectiveness
	
	

	
	Are there measurable standards or KPIs to support the monitoring of compliance with and effectiveness of the document?
	YES
	

	
	Is there a plan to review or audit compliance with the document?
	YES
	

	10.
	Review Date
	
	

	
	Is the review date identified?
	YES
	

	
	Is the frequency of review identified?  If so is it acceptable?
	YES
	

	11.
	Overall Responsibility for the Document
	
	

	
	Is it clear who will be responsible implementation and review of the document?
	YES
	





Appendix C Version Control Sheet

	Version
	Date
	Author
	Status
	Comment / changes

	1.0
	March 2011
	James Corson
	
	Not the first version of the policy, but the first fully revised version of the Policy since new Foundation Trust created 1/6/09. Changes include revising in the light of the 2010 Equality Act, reformatting the document, minor updating and the addition of EIA and version control sheet

	2.0 & 2a
	March 2012
	Claire Hartland
	
	Policy revisited and minor updates made.  NHS Barnsley Equality, Diversity and Human Rights Policy considered.

	3.0
	July 2012
	Claire Hartland/James Corson
	
	Updates and additions made including clarifying some aspects of the Equality Act 2010. This single procedure now replaces all the previous disciplinary documents for the forerunner organisations: Barnsley, Calderdale and Wakefield PCT’s

	4.0
	Jan 2016
	Janet Hirst, Assistant Director of HR – Operations
	
	Reviewed by Executive Management Team February 2016.  Review date extended to July 2017.


	5.0
	June 2018
	Claire Hartland
	
	Updates and additions made including EDS2, WRES and WDES

	6.0
	July 2022
	Claire Hartland
	
	Policy revisited and updates made

	7.0
	December 2025
	Iffath Hussain 
	Current 
	Renamed from Equal Opportunities in Employment Policy to Inclusion & Belonging Policy. 
This policy now also references addition annual reporting requirements such as PCREF and NHS EDI High Impact Actions. 
It also references support procedure guidance. 
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   <=20 Years  21 - 25  26 - 30  31 - 35  36 - 40  41 - 45  46 - 50  51 - 55  56 - 60  61 - 65  66 - 70  >=71 Years  

Employees  21  260  619  696  725  657  642  712  688  393  94  26  

Percentage  0.38%  4.70%  11.19%  12.58%  13.10%  11.87%  11.60%  12.87%  12.43%  7.10%  1.70%  0.47%  
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