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[bookmark: _Toc288208216][bookmark: _Toc3391693][bookmark: _Toc68009443][bookmark: _Toc68009511][bookmark: _Toc68009579][bookmark: _Toc68009653][bookmark: _Toc68009780][bookmark: _Toc68010697][bookmark: _Toc70620428]EXECUTIVE SUMMARY

This report aims to provide an overview of the demographics of the workforce within the Trust as at the end of 2020 and will be used to inform our priorities and actions aligned to our Workforce Strategy and our organisational priority to make South West Yorkshire Partnership NHS Foundation Trust a great place to work. The report’s findings in summary are stated below with reference being made to the integrated EDS2 and WRES workforce action plan 2020, the WDES and related data from the 2020 National NHS staff survey.

· The Trust currently employs 4,530 staff delivering a range of services including mental health, learning disability, forensic, some physical health and an extensive range of community services.

· During 2020 in response to the Covid 19 pandemic the Trust had to pause and re-prioritise a number of actions and priorities to ensure the safety. wellbeing and inclusion of staff and services.

· There is no requirement to publish Gender pay audits/reports during 2020 and therefore this information is not included in this report.

· [bookmark: _Hlk69981184]The Trust has seen an increase in new starters compared to the previous year (664 compared with 598) some of these staff supporting the Covid effort through the NHS bring back scheme.  This year out of the 543 leavers, 59.9% chose to voluntarily resign/leave the Trust and 25.2% chose to retire.   Of those who resigned, 36.6% went to work for another NHS.  Also, turnover across the Trust, has remained relatively stable at 12.25% compared to the previous year.   

· The data shows that 6.4% of our staff consider themselves to have a disability, which is not significantly different to the previous year (6.1%).  The total number of disabled staff is 292, this is an increase of 26 since last year. Staff survey data shows that disabled staff generally report a worse experience of violence, bullying and harassment at work than non-disabled colleagues however, improvements have been seen across most areas (except regarding from patients, relatives or the public where there is no significant difference from the previous year).  

· Across the whole of the workforce the staff survey shows a reduction in bullying/harassment from service users, managers and colleagues in 2020 and we are below average for colleague on colleague bullying/harassment compared to similar providers.

· The Trusts staff profile has a comparable White British representation to the local demographic of the people that it serves collectively at just over 89%.  Mixed race staff are under-represented by 0.15%, Black staff are over-represented by 2.19% and South Asian staff are under-represented by 2.49%. However, the Trust’s local demographic has large variation in BAME representation and there is a significant under-representation of South Asian staff in Kirklees/Calderdale (exact figures not available due to mixed teams) 

· There continues to be improvements in the number of staff reporting their religion and sexual orientation.  Currently 80.5% of staff have provided data regarding their religion and 85% of staff have provided data indicating their sexual orientation.

· Gender – stable at 21.5% male 78.5% female – this is indicative of all NHS bodies.

· The data shows that 38.7% of staff are aged 50 or over. The Trust is mindful that staff are choosing to work longer, and an older workforce may require consideration from a health and wellbeing perspective regarding initiatives and support to maintain them in employment.    

· The Trust sees no adverse barriers to training access for any of its staff regardless of their ethnicity, disability or sexuality.  The number of courses accessed exceeds the Trust population for BAME and is not significantly different for disabled and LGBT+ staff. The Trust will ensure that all training is recorded and monitored, study leave forms are completed and that training outcomes are identified through formal learning needs analyses.

Making SWYPFT a great place to work and our staff pledges

The Trust engaged with more than half the workforce during 2019/20, including Staff Side organisations, to gain their insight in what they believe makes a great place to work. There were 5 key themes identified from the staff engagement and listening exercise on what people believe were the essentials of a Great Place to Work. These are set out below along with our work pledges and these are the foundations of the Workforce Strategy for 2021-2023/24. 
 
	Great Place to Work essentials
	Great place to work pledges

	Feeling Safe
	We will tackle violence and bullying and harassment and ensure we have enough staff 


	Supportive Teams
	We will develop team leaders at all levels, promote effective team working and ensure high quality supervision and appraisal 


	Keeping fit and well
	We will provide support to keep staff physically and psychologically well, enabling them to work flexibly and ensure they have manageable workloads


	Developing Potential
	We will provide flexible career pathways, support personal and professional development plans and develop the talent and potential of all staff


	My voice counts
	We will effectively engage staff in service developments and improvements and ensure change is effectively managed 




Priorities for 2021/22

We have used the data in this equality report along with insight, and feedback from staff to develop the following priorities aligned to the five essentials of making the Trust a Great Place to work: 

Feeling Safe:

· Building on our existing framework for preventing Harassment and Bullying in early 2021 we are establishing and developing civility and respect guardians across services and teams to support local action plans and improve team cultures.

· The RACE Forward network has been re-established to review the approach to harassment and bullying from service users, carers, and visitors.

· Review our recruitment practices and work with partners to increase access to employment for young people and in local communities.

Supportive team: 

· The Trust continues with its Building Leadership for Inclusion Leadership Programme and is supporting the BAME Fellowship Programme and will be relaunching the senior Leadership forum based on the Great Place to work essentials. 

· The Trust is continuing with its participation in the Insight programme which seeks to increase Trust Board BAME representation.

Keeping fit and well:

· During 2021 we will be developing a flexible workforce model to support work life balance and create more inclusive job opportunities.

· We continue to provide an enhanced inclusive health and wellbeing offer for all our staff which provides emotional, social, physical, and psychological support.

Developing Potential:

· In partnership with our BAME staff network we are offering both ‘Stepping Up’ and ‘Ready Now’ and in collaboration with partners our ‘Moving Forward’ inclusive leadership programmes as well as supporting managers to have ‘maximising my potential career conversations’ as part of appraisal and supervision.

My voice counts:

· we have established BAME and LGBT+ staff networks and are developing our disability and carers staff networks.

· We will be implementing our WRES and WDES action plans and launching a new staff disability and reasonable adjustments policy.

· Also ensuring that wellbeing conversations take place regularly between line managers and staff.   
[bookmark: _Toc161537241][bookmark: _Toc288208217]

[bookmark: _Toc68009444][bookmark: _Toc68009512][bookmark: _Toc68009580][bookmark: _Toc68009654][bookmark: _Toc68009781][bookmark: _Toc68010698][bookmark: _Toc70620429]BACKGROUND

The Trust will also use the information in this report to inform discussions and for the development of future equality objectives as part of the Trust’s legal obligation on the Equality Act.

[bookmark: _Toc3391695]The information in Table 46 is taken from the 2011 census.


[bookmark: _Toc68009445][bookmark: _Toc68009513][bookmark: _Toc68009581][bookmark: _Toc68009655][bookmark: _Toc68009782][bookmark: _Toc68010699][bookmark: _Toc70620430]INTRODUCTION

South West Yorkshire Partnership NHS Foundation Trust is committed to undertake an annual audit programme

[bookmark: _Toc161537243][bookmark: _Toc288208218][bookmark: _Toc3391696][bookmark: _Toc68009446][bookmark: _Toc68009514][bookmark: _Toc68009582][bookmark: _Toc68009656][bookmark: _Toc68009783][bookmark: _Toc68010700][bookmark: _Toc70620431]Aim

The aim is to provide an overview of the workforce within the Trust. 

[bookmark: _Toc288208219][bookmark: _Toc3391697][bookmark: _Toc68009447][bookmark: _Toc68009515][bookmark: _Toc68009583][bookmark: _Toc68009657][bookmark: _Toc68009784][bookmark: _Toc68010701][bookmark: _Toc70620432]Objectives

The main objectives of the audit are:

· To meet the requirements of the Equality act.

· To monitor legal compliance with the Equality act.

· To determine the level of workforce equality. 

· To establish a baseline for future audits.

· To highlight any areas of concern and make recommendations.

[bookmark: _Toc288208220][bookmark: _Toc3391698][bookmark: _Toc68009448][bookmark: _Toc68009516][bookmark: _Toc68009584][bookmark: _Toc68009658][bookmark: _Toc68009785][bookmark: _Toc68010702][bookmark: _Toc70620433]Methodology

The data was collected through the electronic staff record as at 31st December 2020.

[bookmark: _Toc3391699][bookmark: _Toc68009449][bookmark: _Toc68009517][bookmark: _Toc68009585][bookmark: _Toc68009659][bookmark: _Toc68009786][bookmark: _Toc68010703][bookmark: _Toc70620434]Population

The number of Staff in Post (SIP) as at 31st December 2020 was 4,530.  

All other information is based on the relevant date falling between 1st January 2020 and 31st December 2020.  

Training information is based on staff employed at any point during the calendar year who also accessed non-mandatory training during 2020.

Staff who work solely on bank were not included in the data except for applicants and shortlists where all records dated within the audit period were included.

[bookmark: _Toc288208222][bookmark: _Toc3391700][bookmark: _Toc68009450][bookmark: _Toc68009518][bookmark: _Toc68009586][bookmark: _Toc68009660][bookmark: _Toc68009787][bookmark: _Toc68010704][bookmark: _Toc70620435]Staff involved
 
Claire Hartland	Human Resources Business Manager
[bookmark: _Toc161537246][bookmark: _Toc288208223][bookmark: _Toc3391701]Gillian Roberts	Information Analyst 
Paul Brown		Human Resources Business Manager
Lindsay Jensen	Deputy Director of HR & OD
Cherill Watterston	WRES OD Lead


[bookmark: _Toc68009451][bookmark: _Toc68009519][bookmark: _Toc68009587][bookmark: _Toc68009661][bookmark: _Toc68009788][bookmark: _Toc68010705][bookmark: _Toc70620436]
RESULTS  

The results have been categorised in the report into the protected characteristics.
In some instances, the information has been split into non-medical and medical staff.

[bookmark: _Ref69298162][bookmark: _Toc70620437]General information

Section 2.1 includes information that does not fit into the protected characteristic categories but which complements the information in the other sections of the report.

In all cases, where comparisons have been made with staff in post, the figures are based on the SIP as at 31st December 2020.

[bookmark: _Toc70620438]Disciplinaries

There were 26 disciplinaries that started during the audit period.  As the numbers are low, the protected characteristic information is shown at Trust level.

The very low number of disciplinary investigations can skew the figures and may make comparisons of little value.
 
As no medical staff or CAMHS staff were involved in any investigation, the figures for those areas have been excluded from Table 1.

[bookmark: _Ref67669201][bookmark: _Toc3391439]Table 1	Disciplinaries by area
[image: ]

· The area with the highest number of disciplinary investigations is Barnsley, however, as Barnsley also have the highest number of staff, the percentage of its SIP is 0.8%.

· The area with the highest percentage of investigations is Support Services with 1.1%.

· Overall, disciplinary investigations affected 0.6% of staff in post (SIP is of the areas with investigations). 

[bookmark: _Toc68009491][bookmark: _Toc68009559][bookmark: _Toc68009627][bookmark: _Toc68009701][bookmark: _Toc68009828][bookmark: _Toc68010745][bookmark: _Toc70620439]
Non-Mandatory Training

The Training information covered in the other sections includes only non-mandatory training sessions which took place during the calendar year 2020.  This information is for staff employed at any point during the period even where they have subsequently left the Trust before the end of the year.  The data includes medical staff but excludes bank staff.

There was a total of 6,179 training sessions completed by 3,007 staff, this gives an average number of 2.1 for the Trust overall.

Table 2 below shows these training sessions split by area.  The difference in the staff figure is explained by staff accessing training in different areas.

[bookmark: _Ref67650506][bookmark: _Ref67650539][bookmark: _Toc3391429]Table 2	Number of training courses and staff involved by area
[image: ]

As in previous years, on average, medical staff attend most courses and Support Services the least.

[bookmark: _Toc70620440][bookmark: _Toc3391739][bookmark: _Toc68009482][bookmark: _Toc68009550][bookmark: _Toc68009618][bookmark: _Toc68009692][bookmark: _Toc68009819][bookmark: _Toc68010736]Applicants and Shortlisted Candidates

There were 17,056 applicants during the audit period; this includes medical staff.  Of these 5,335 were shortlisted.

Unlike the groups in this report, the figures include applications/shortlists for bank positions.  

[bookmark: _Toc68082041][bookmark: _Toc70620441]Promotions 

During the audit period, a total of 391 staff, including medical staff, were promoted within the Trust during the audit period.

[bookmark: _Toc70620442]Starters and leavers

There were 664 new starters during the audit period and 543 leavers.  These figures include medical staff.


[bookmark: _Toc70620443]Age Band

The current number of staff in post is 4,530; this has been broken down by area as in the table below.

[bookmark: _Toc68009453][bookmark: _Toc68009521][bookmark: _Toc68009589][bookmark: _Toc68009663][bookmark: _Toc68009790][bookmark: _Toc68010707][bookmark: _Toc70620444]Staff in post

[bookmark: _Ref66890755][bookmark: _Ref66888964]Table 3 	Staff in post, split by age and area
[image: ]
[bookmark: _Toc89657766]
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[bookmark: _Ref67314246][bookmark: _Toc310861052][bookmark: _Ref67412038]Figure 1	Staff in post, Non-Medical compared with Medical staff






The results in Table 3 and Figure 1 show that:

· As in previous years, the highest number of Trust staff fall in the age bands 40-49 and 50-59 with over 53% of total staff being between 40 and 59.

· Just under 70% of medical staff are between 40 and 59.

· Support Services have the highest proportion of staff in the 60 and over age bands at 16% (118).

· The slight increase in the overall number of staff aged 60 and over could be due to the Covid crisis.


[bookmark: _Toc70620445]Starters and leavers

Table 4	Starters, split by age band and area
[image: ]

· [bookmark: _Hlk69980777]The Trust has seen an increase in new starters compared to the previous year (664 compared with 598).

· As could be expected, most new starters (530) fall into the 20-49 age bands.

· The average age for starters is 36.

· For medical staff, the number of starters in the 20-29 age band has increased the most, with 21 starters compared with 6 in 2019; these were all temporary posts.  This maps with the number of leavers in this age group for 2020 (see Table 5) which shows 19 leavers in the same age group and assignment category.





[bookmark: _Ref68857371]Table 5	Leavers split by age band and area
[image: ]

· Compared with the previous year, the number of leavers has decreased (543 compared with 574 in 2019).

· For medical staff, the number of leavers has increased from 29 to 44.

· Of the 44 medical leavers, 19 were 20-29 age band and all had been on temporary contracts.

· For non-medical staff, the majority falls into the 50-59 category with 113 (22.6%) leaving during 2020, however, this is still a decrease from 2019 when 134 (24.5%) of staff in that age band left the Trust.

· The average age for leavers is 44.

· Despite the overall number falling, non-medical leavers in the 60-69 category have increased from the previous year (2020 – 101, 20.2%; 2019 – 80, 14.6%).

[image: ]
Figure 2	Number of starters and leavers by age band

· In 2019, leavers had outweighed starters for staff aged 40 and above.

· [bookmark: _Toc314236119][bookmark: _Toc314752084][bookmark: _Toc3391704]In 2020, this has changed and only staff aged 50 and above had the number of leavers been greater than that of new starters.


[bookmark: _Toc70620446]Applicants and shortlisted candidates

Table 6	Applicants/shortlist by age band
[image: ]

· The highest percentage of both applicants and shortlisted candidates falls in the 20-29 age band.

· As could be expected, the lowest numbers are in the 19&Under and the 60 and over age groups.
· [bookmark: _Toc314236165][bookmark: _Toc314752131][bookmark: _Toc3391740][bookmark: _Toc68009483][bookmark: _Toc68009551][bookmark: _Toc68009619][bookmark: _Toc68009693][bookmark: _Toc68009820][bookmark: _Toc68010737]

[bookmark: _Toc70620447]Promotions

[bookmark: _Toc3391420]Table 7 Promotions by age band
[image: ]


Most staff who have been promoted during 2020 are aged between 20 and 49 with almost 89% of promoted staff being in that age range.



[image: ]
[bookmark: _Ref67481051]Figure 3		Percentage of staff in post and promoted by age band

The chart above shows that a higher percentage of staff in age bands 20-29 and 30-39 were promoted than the staff in post age profile percentages.

For ages 40 and up, this position inverts and a lower percentage are promoted than the Trust age profile percentages.
[bookmark: _Toc68009454][bookmark: _Toc68009522][bookmark: _Toc68009590][bookmark: _Toc68009664][bookmark: _Toc68009791][bookmark: _Toc68010708][bookmark: _Toc70620448]
Training

Table 8	Number of courses by age band and area
[image: ]



[image: ][image: ][bookmark: _Ref68855850][bookmark: _Ref68855849]Figure 4   Percentage courses by age band
Figure 5   Percentage SIP by age band


Based on the age band percentages in Figure 4, the proportion of staff accessing training is similar to the Trust age profile with the exception of the 20-29 age band where staff access 20.3% of courses compared with making up 13.9% of staff in post. 


[bookmark: _Toc70620449]Disciplinary investigations


Table 9	Disciplinaries split by age band
[image: ]

Of the 26 staff who were part of an investigation:

· The largest number of disciplinary investigations were in the 30-39 and 40-49 age bands (8 staff, 30.8% and 10 staff, 38.5% respectively).

· The Trust percentage for staff in those age groups is 22.3% and 24.8% (these figures include all Trust staff).

[image: ]
[bookmark: _Ref68857064]Figure 6	Percentage of disciplinaries v SIP by age band


Figure 6 shows that:

· Two age groups have a higher percentage of disciplinary investigations than their percentage in the Trust profile.

· Staff in the 19&Under and 70+ age bands have not been involved in any disciplinary investigations.




[bookmark: _Toc70620450]Disability
              

[bookmark: _Toc70620451]Staff in post

[bookmark: _Ref2776551][bookmark: _Toc3391384]The following table shows the staff in post who consider they have a disability.  

Table 10 	Staff in post by disability and area
[image: ]


The results show that:

· 6.4% of all Trust staff consider themselves to have a disability.  This is similar to the 2019 figure of 6.1%.

· Although the percentage of staff with a disability has not changed significantly, the actual number (292) has increased from the 2019 figure of 266.


· Support Services and Medical Staff have the lowest percentage of staff who consider themselves disabled.



[bookmark: _Toc70620452]Starters and leavers

[bookmark: _Ref67406414][bookmark: _Toc3391413]Table 11	Starters and leavers by pay band and disability
[image: ]

Table 11 shows the number and percentage of starters and leavers who have stated they consider themselves disabled.

Overall, the starter and leaver profiles match the Trust profile for the pay bands for staff who consider themselves disabled.  The exceptions are where small numbers skew the figures.

[bookmark: _Toc3391734][bookmark: _Toc70620453]Applicants and shortlisted candidates

Table 12	Applicants/shortlist by disability
[image: ]

· Of the 17,056 applicants, 1,004 considered themselves to have a disability.

· For the shortlisted candidates, 347 stated they had a disability.

· The percentage of staff in post who consider they have a disability is 6.4%.
[bookmark: _Toc314236120][bookmark: _Toc314752085][bookmark: _Toc3391705]
[bookmark: _Toc70620454]Employment status

Non-medical staff
[image: ][bookmark: _Ref68006094]    Table 13  Full/part-time staff with disability

[bookmark: _Ref67306913]		Figure 7    Percentage FT/PT with disability


The results from Table 13 show that for non-medical staff:

· 196 (7%) full time staff consider themselves to be disabled.

· 93 (6%) part time staff consider themselves to be disabled.

· Looking only at the staff who consider themselves to be disabled (Figure 7), just over 32% work part time.  


Medical staff


[image: ]
[bookmark: _Ref67307177][bookmark: _Toc3391398]                                         Table 14    Full/part-time medical staff with disability

The results in Table 14 show that for medical staff:

· Three (2.2%) full time staff consider themselves to be disabled.

· No part time medical staff have stated that they consider themselves to be disabled.







[bookmark: _Toc68009463][bookmark: _Toc68009531][bookmark: _Toc68009599][bookmark: _Toc68009673][bookmark: _Toc68009800][bookmark: _Toc68010717][bookmark: _Toc70620455]Non-medical pay band

[bookmark: _Toc3391393]Table 15	Pay bands by disability
[image: ]


· The number of staff with a disability has increased in line with the increase in total staff numbers.

· The percentage of staff remains relatively stable (2019 – 6.3%).
[bookmark: _Toc314236166][bookmark: _Toc314752132][bookmark: _Toc3391741][bookmark: _Toc68009484][bookmark: _Toc68009552][bookmark: _Toc68009620][bookmark: _Toc68009694][bookmark: _Toc68009821][bookmark: _Toc68010738]

[bookmark: _Toc70620456]Promotions

[bookmark: _Ref67481797][bookmark: _Ref67481793][bookmark: _Toc3391421]Table 16	Promotions by disability
[image: ]

Table 16 shows the number and percentage of staff who consider they have a disability and who were promoted during the audit period.

The results show that 6.4% of promoted staff have stated that they are disabled which reflects the Trust staff in post figure.

[bookmark: _Toc68009493][bookmark: _Toc68009561][bookmark: _Toc68009629][bookmark: _Toc68009703][bookmark: _Toc68009830][bookmark: _Toc68010747][bookmark: _Toc70620457]Training

[bookmark: _Toc3391431]Table 17	Number of courses by disability and area
[image: ]

Of the 6,179 courses, 387 were attended by staff who consider themselves to have a disability.  This represents 6.3% of all courses taken and is slightly lower than the total percentage of Trust staff who have stated they are disabled (6.4%).

[bookmark: _Toc314150342][bookmark: _Toc314236187][bookmark: _Toc314752153][bookmark: _Toc3391758][bookmark: _Toc68009502][bookmark: _Toc68009570][bookmark: _Toc68009638][bookmark: _Toc68009712][bookmark: _Toc68009839][bookmark: _Toc68010756][bookmark: _Toc70620458]Disciplinary investigations

Out of 26 disciplinaries, 1 member of staff stated that they considered themselves to have a disability.  This is 3.8% of the total.


[bookmark: _Toc70620459]Gender

[bookmark: _Toc70620460]Staff in post

[bookmark: _Ref2153074][bookmark: _Toc3391385]Table 18 and Figure 8 below show the gender split for all Trust staff.  The split across all staff is 78.5%/21.5%, female to male staff.


[bookmark: _Ref66960619][bookmark: _Ref67313878]Table 18	Staff in post by gender and area
[image: ]
[bookmark: _Toc314236121][bookmark: _Toc314752086]

The following chart shows the gender split by percentage of the total for each area:

[image: ]
[bookmark: _Ref2153091][bookmark: _Ref66960692][bookmark: _Toc3391448]Figure 8	Gender and area

The results show that:

· The Trust female to male spilt of 78.5%/21.5% is not significantly different to that of the individual areas although the percentage of male staff in both Barnsley and CAMHS BDUs remains lower than other areas.


· [bookmark: _Toc314236122][bookmark: _Toc314752087][bookmark: _Toc3391706]As in previous years, female staff make up over three quarters of Trust staff.

[bookmark: _Toc68009471][bookmark: _Toc68009539][bookmark: _Toc68009607][bookmark: _Toc68009681][bookmark: _Toc68009808][bookmark: _Toc68010725][bookmark: _Toc314236128][bookmark: _Toc314752093][bookmark: _Toc3391711][bookmark: _Toc68009461][bookmark: _Toc68009529][bookmark: _Toc68009597][bookmark: _Toc68009671][bookmark: _Toc68009798][bookmark: _Toc68010715][bookmark: _Toc70620461]
Staff in post, pay bands

[bookmark: _Ref67403896][bookmark: _Ref67403905][bookmark: _Ref2677006][bookmark: _Toc3391391]Table 19	Pay band by gender
[image: ]

The results in Table 19 above show the following:

· The Trust total gender split is 80%/20% female to male.

· Bands 2, 3 and 5 have a higher proportion of female to male staff than the Trust overall figure but are not significantly different to the overall population.

· However, as the pay band increases, this split changes and female staff are under-represented in the higher bands compared with the Trust profile.

· This picture has not changed substantially from 2019.

This is better appreciated in Figure 9 below.  The number of staff in the higher bands is small which may artificially skew the figures but, as can be seen from the chart, these bands have a higher percentage of male staff than the overall Trust profile.

[image: ]
[bookmark: _Ref67053107][bookmark: _Ref67053101]Figure 9	Pay band split by gender


[bookmark: _Toc70620462]Starters and leavers

[bookmark: _Toc3391403]Table 20	Starters by gender and area
[image: ]
[bookmark: _Ref67313003]
[bookmark: _Toc3391404]Table 21	Leavers by gender and area
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The tables above show starters and leavers to the Trust by gender and area.

The results show that:

· Both starter and leaver gender splits in non-medical areas are similar to the overall Trust staff in post profile in Table 18 on Page 19.

· For female medical staff, the number of new starters is higher than leavers while, for male staff, the numbers are the same.

[image: ]
[bookmark: _Ref67318704][bookmark: _Ref69290334][bookmark: _Ref67318715][bookmark: _Ref2859432][bookmark: _Toc3391461]Figure 10	Starters and leavers, by gender as a percentage of Trust SIP

In Figure 10 the starters and leavers are shown as a percentage of the Trust staff in post.  If similar numbers are maintained, the future staff in post gender split will not be significantly different from the current one.

[bookmark: _Toc68009475][bookmark: _Toc68009543][bookmark: _Toc68009611][bookmark: _Toc68009685][bookmark: _Toc68009812][bookmark: _Toc68010729]Starters by pay band

[bookmark: _Ref67394813][bookmark: _Ref2870442][bookmark: _Toc3391409]Table 22	New starters by pay band and gender
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Table 22 shows the pay bands for new starters split by gender.  There were no starters in Bands 1 or 9.

· The gender split for all non-medical starters is approximately 82%/18% female to male.

· Band 3 has a higher percentage of female new starters than the overall Trust figure.

· While the overall gender split is echoed in most of the lower bands, bands 8b and above tend to have a higher percentage of male staff.  However, small numbers can have the effect of skewing the results and may not make comparisons worthwhile.


The following chart in Figure 11 illustrates the differences more clearly

[image: ]
[bookmark: _Ref69222293][bookmark: _Toc3391464][bookmark: _Ref67387537][bookmark: _Toc68008787][bookmark: _Toc3391726]                       Figure 11	New starters split by pay band and gender
[bookmark: _Toc68009476][bookmark: _Toc68009544][bookmark: _Toc68009612][bookmark: _Toc68009686][bookmark: _Toc68009813][bookmark: _Toc68010730][bookmark: _Ref67399479]

[bookmark: _Toc70620463]Leavers by pay band

[bookmark: _Ref69289870][bookmark: _Toc3391410][image: ]Table 23	Leavers by pay band and gender



Table 23 shows the split between genders for leavers from the Trust.  There were no leavers in Bands 1 or 9.

· The gender split for leavers is 79%/21% female to male.

· The bands showing the most anomalous figure is Band 4 where the proportion of female leavers, at 87%, is high in comparison with the total leaver figure.

· The higher bands do not reflect the Trust gender split for leavers; however, small numbers can mean that comparisons lack meaning.


[bookmark: _Toc70620464]Staff in post by employment status

Non-Medical Staff

Of the total 4,361 non-medical staff, 1,548 work part time.
[image: ]
[bookmark: _Ref67054400][bookmark: _Ref67054395]Figure 12	Full/part time split by gender

Figure 12 shows the percentage of non-medical staff split by male/female and full and part time.  

The results show that:

· A much higher proportion of female staff (40%) work part time compared to male staff (17.4%).

· The difference between genders is much more marked when comparing just part time staff as in Figure 13 below.

· Just over 90% of part time staff are female compared with approximately 10% of male staff.
[image: ]
[bookmark: _Ref67055399]Figure 13	Part time staff split by gender
[bookmark: _Ref2692349]

Medical Staff

Of the total 169 medical staff, 30 work part time. 

[image: ]
Figure 14	Full/part-time split by gender (medical staff)

· There is a significant difference between the genders when looking the full/part time split.  Just over 30% of female medical staff work part time compared with 9% of male staff.

· As with non-medical staff, the difference between genders is much more noticeable when comparing only part time staff.  Figure 15 shows that 70% of part time medical staff are female.


[image: ]
[bookmark: _Ref67056061]Figure 15 	Part-time staff split by gender (medical staff)


[bookmark: _Toc68009480][bookmark: _Toc68009548][bookmark: _Toc68009616][bookmark: _Toc68009690][bookmark: _Toc68009817][bookmark: _Toc68010734]

[bookmark: _Toc70620465]Starters and leavers by employment status
Figure 16    Part-time starters by gender
Figure 17    Starters FT/PT by gender


The charts above are for all starters by full and part-time posts by gender and show that:

· Female staff take up most part-time positions, making up 89% of part-time new starters.
Figure 18	Leavers FT/PT by gender

      Figure 19	    Leavers PT by gender





The charts above show all leavers by full and part-time posts by gender, these show that:

· The percentage of full and part-time staff leaving the Trust reflect both the overall Trust and the new starter profiles.
[bookmark: _Toc68009485][bookmark: _Toc68009553][bookmark: _Toc68009621][bookmark: _Toc68009695][bookmark: _Toc68009822][bookmark: _Toc68010739][bookmark: _Toc70620466]
Promotions

[bookmark: _Ref67481948][bookmark: _Toc3391422]Table 24	Promotions by gender
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Table 24 shows that:

· Of the 391 promotions, 321 (82.1%) were of female staff while 70 (17.9%) were male.

· The Trust percentage gender split at the end of the audit period was 78.5% to 21.5%.



[bookmark: _Toc70620467]Promotions by pay band

The following table and charts show promotions by band and compares the figures to the staff in post.

The assumption is that all promotions are from the previous pay band.

The staff in post (SIP) figures are the percentages for staff in post in each band at the end of the audit period.

Promotions figures are the percentage of staff who have been promoted from the starting band and the band to which they were promoted.

Table 25 shows the information for staff in post pay bands 2 to 8c; there were no promotions to Bands 8d or 9 and medical staff have been excluded for this purpose.


[bookmark: _Ref67644493][bookmark: _Toc3391423]Table 25	Promotions split by gender and pay band
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Figure 20	Percentage of female staff in post and promotions

[image: ]
                   Figure 21	Percentage of male staff in post and promotions

The results show that:

· In general, a higher percentage of female staff were promoted than the percentage of female staff in the band.

· The small numbers in the higher bands can skew the figures.


[bookmark: _Toc314150331][bookmark: _Toc314236176][bookmark: _Toc314752142][bookmark: _Toc3391750][bookmark: _Toc68009494][bookmark: _Toc68009562][bookmark: _Toc68009630][bookmark: _Toc68009704][bookmark: _Toc68009831][bookmark: _Toc68010748][bookmark: _Toc70620468]Training

[bookmark: _Toc3391432]Table 26	Number of courses by gender and area
[image: ]

Overall, just over 78% of courses were attended by female staff, this reflects the Trust staff in post figure of 78.5%. 
	
The Trust gender profile is also reflected in the training figures in the individual areas except for Support Services where 81.7% of courses are attended by female staff in comparison with the area’s 72% female profile.


[bookmark: _Toc70620469]Disciplinary investigations

[bookmark: _Toc3391441]Table 27 	Disciplinaries by gender
[image: ]

Of the 26 staff involved, over 34% were male.  The gender split for all Trust staff is approximately 78.5%/21.5%.  There is a much higher incidence, compared with the Trust profile, of men being involved in disciplinary investigations.
[bookmark: _Toc68009456][bookmark: _Toc68009524][bookmark: _Toc68009592][bookmark: _Toc68009666][bookmark: _Toc68009793][bookmark: _Toc68010710][bookmark: _Toc70620470]Religious belief

[bookmark: _Toc70620471]Staff in post

[bookmark: _Toc3391386]Table 28	Staff in post, split by religion and area
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* Other includes:	Buddhism, Hinduism, Judaism, Jainism, and Sikhism

                    [image: ]
          Figure 22	Trust wide staff in post by religious belief

· The number of staff who have not stated their religious belief (Unknown) has decreased slightly from 2019 (21%) to just over 19% for 2020.

· [bookmark: _Toc68009504][bookmark: _Toc68009572][bookmark: _Toc68009640][bookmark: _Toc68009714][bookmark: _Toc68009841][bookmark: _Toc68010758]The spread of religious belief across Trust staff has remained constant over recent years.

[bookmark: _Toc70620472]Starters and leavers

Table 29	Starts and leavers by religion and belief
[image: ]

· The number of staff starting employment with the Trust who did not disclose a religious belief is around 10%. This is much lower than the figure for staff in post which is 19.5%.

· A noticeably higher percentage of new starters state that they have no religion (Atheism) than the staff in post figure.

[bookmark: _Toc314236162][bookmark: _Toc314752128][bookmark: _Toc3391737][bookmark: _Toc70620473]Applicants and shortlisted candidates

[bookmark: _Ref69301761]Table 30	Applicants/shortlist by religious belief
[image: ]
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[bookmark: _Ref69301781]Figure 23	Applicants/shortlist by religion

· The figures in Table 30 and Figure 23 shows that the number of people who did not disclose a religious belief is around 10% for both applications and shortlisted candidates.  This is much lower than the figure for staff in post which is 19.5%.

· The percentage of shortlisted candidates in the Atheism and Christian groups is slightly higher that of the initial applicants but the differences are insignificant.


[bookmark: _Toc314236168][bookmark: _Toc314752134][bookmark: _Toc3391743][bookmark: _Toc68009486][bookmark: _Toc68009554][bookmark: _Toc68009622][bookmark: _Toc68009696][bookmark: _Toc68009823][bookmark: _Toc68010740][bookmark: _Toc70620474][bookmark: _Toc314236123][bookmark: _Toc314752088][bookmark: _Toc3391707]Promotions

[bookmark: _Toc3391424]Table 31	Promotions by religious belief
[image: ]
[image: ][image: ][bookmark: _Ref67646744]   Figure 24	 Trust religion/belief profile
[bookmark: _Ref67646722][bookmark: _Ref67646717]Figure 25	Promotions by religion/belief



 Comparing Figure 24 with Figure 25 shows that:

· Staff in the Atheism group have a higher percentage of promotions compared with the Trust profile.

· Proportionally, staff in the Christianity and Unknown groups have fewer promotions while the Other and Islam groups reflect the Trust profile.
[bookmark: _Toc68009495][bookmark: _Toc68009563][bookmark: _Toc68009631][bookmark: _Toc68009705][bookmark: _Toc68009832][bookmark: _Toc68010749]





[bookmark: _Toc70620475]Training

[bookmark: _Toc3391433]Table 32	Number of courses by religious belief and area
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[image: ][image: ]Figure 26	% courses by religious belief
Figure 27	% SIP by religious belief



The table and charts above show that:

· [bookmark: _Toc314150345][bookmark: _Toc314236190][bookmark: _Toc314752156][bookmark: _Toc3391761][bookmark: _Toc68009505][bookmark: _Toc68009573][bookmark: _Toc68009641][bookmark: _Toc68009715][bookmark: _Toc68009842][bookmark: _Toc68010759]The proportion of courses accessed is not significantly different to the Trust religious profile.
· 

[bookmark: _Toc70620476]Disciplinary investigations

[bookmark: _Toc3391442]Table 33	Disciplinaries by religious belief
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· Proportionally, fewer staff who have stated they are Christian or have no religious belief have been involved in investigations compared with the Trust profile (46.8% and 18.5% respectively).

· Staff in the Other religious group have a higher incidence compared with the Trust (11.8%).


[bookmark: _Toc70620477]Sexual Orientation

[bookmark: _Toc70620478]Staff in post

[bookmark: _Toc3391387]Table 34	Staff in post by sexual orientation and area
[image: ]

· The Unknown figure (staff declining to answer) has been reducing over recent years.  In 2019 it was 16.4% and is now at 15% of all staff.

· The number of LGBT staff has increased only slight to 3.5% (158) from 3.2% (138) in 2019.






[bookmark: _Toc70620479]Starters and leavers

Table 35	Starters and leavers
[image: ]

· [bookmark: _Toc314236124][bookmark: _Toc314752089][bookmark: _Toc3391708]The Unknown figure (staff declining to answer) is much lower for new starters than for both SIP and staff leaving the Trust.

· The percentage of LGBT starters is slightly higher that the SIP, but this difference could be down to more staff being willing to state their sexual orientation.



[bookmark: _Toc314236163][bookmark: _Toc314752129][bookmark: _Toc3391738][bookmark: _Toc70620480]Applicants and shortlisted candidates

[bookmark: _Ref68081619]Table 36	Applicants/shortlist by sexual orientation
[image: ]

· While only 3.2% of applicants and 4% of shortlisted candidates declined to answer, 15% of Trust staff in post fall into the Unknown category.

There does not appear to be a significant difference between the applicants and shortlist in terms of sexual orientation.




[bookmark: _Toc68009487][bookmark: _Toc68009555][bookmark: _Toc68009623][bookmark: _Toc68009697][bookmark: _Toc68009824][bookmark: _Toc68010741][bookmark: _Toc70620481]Promotions

[bookmark: _Toc3391425]Table 37	Promotions by sexual orientation
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Of the 391 promotions:

· 88.2% of staff were heterosexual compared with 81.5% of staff in post.

· A lower percentage of staff who did not declare their sexual orientation were promoted compared the figure for staff in post (8.2% and 15% respectively).

[bookmark: _Toc68009496][bookmark: _Toc68009564][bookmark: _Toc68009632][bookmark: _Toc68009706][bookmark: _Toc68009833][bookmark: _Toc68010750]

[bookmark: _Toc70620482]Training

[bookmark: _Toc3391434]Table 38	Number of courses by sexual orientation and area
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There are no significant differences between the percentage of courses taken up and the Trust profile for sexual orientation.


[bookmark: _Toc314150346][bookmark: _Toc314236191][bookmark: _Toc314752157][bookmark: _Toc3391762][bookmark: _Toc68009506][bookmark: _Toc68009574][bookmark: _Toc68009642][bookmark: _Toc68009716][bookmark: _Toc68009843][bookmark: _Toc68010760][bookmark: _Toc70620483]Disciplinary investigations


[bookmark: _Toc3391443]Table 39	Disciplinaries by sexual orientation
[image: ]

· The figure for heterosexual staff is slightly higher than the Trust profile (81.5%) while the figure for those who have not stated a sexual orientation is less than the Trust (15%).

· The percentage of gay/lesbian staff involved mirrors the Trust profile.




[bookmark: _Toc70620484]Marital Status


[bookmark: _Toc70620485]Staff in post

[bookmark: _Toc3391388]Table 40	Staff in post by marital status and area
[image: ]

The spread of the marital status of staff across the Trust is relatively unchanged from previous years and shows only slight variations in each category.



[bookmark: _Toc310861053][bookmark: _Toc310861054][bookmark: _Toc68009472][bookmark: _Toc68009540][bookmark: _Toc68009608][bookmark: _Toc68009682][bookmark: _Toc68009809][bookmark: _Toc68010726][bookmark: _Toc70620486][bookmark: _Toc314236125][bookmark: _Toc314752090][bookmark: _Toc3391709]Starters and leavers

[bookmark: _Toc3391405]Table 41	Starters and leavers by marital status
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The results across the Trust show that:

· New starters - while the percentages for marital status is not dissimilar to the Trust SIP curve with the majority of staff falling into the married/single categories, the percentage of new starters who are single is significantly higher at just under 55% (Trust profile 36.6%) - this higher percentage is likely due to the number of new starters who fall into the 20-29 age band.

· Leavers – these percentages reflect the Trust marital status profile.


[bookmark: _Toc68009488][bookmark: _Toc68009556][bookmark: _Toc68009624][bookmark: _Toc68009698][bookmark: _Toc68009825][bookmark: _Toc68010742]

[bookmark: _Toc70620487]Promotions

[bookmark: _Ref67648456][bookmark: _Toc3391426]Table 42	Promotions by marital status
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Table 42 shows that:

· Proportionally more staff who were single were promoted compared with the overall Trust figure (36.6%).

· Married staff have generally been promoted less than other categories when compared to Trust staff in post (53.3% married).
[bookmark: _Toc314150336][bookmark: _Toc314236181][bookmark: _Toc314752147][bookmark: _Toc3391753][bookmark: _Toc68009497][bookmark: _Toc68009565][bookmark: _Toc68009633][bookmark: _Toc68009707][bookmark: _Toc68009834][bookmark: _Toc68010751]
[bookmark: _Toc70620488]Training

[bookmark: _Toc310861055][bookmark: _Toc3391435]Table 43	Number of courses by marital status and area
[image: ]

The results show, compared with the Trust profile percentage, that single staff take up a slightly higher proportion of training courses but none of the difference are significant.


[bookmark: _Toc68009507][bookmark: _Toc68009575][bookmark: _Toc68009643][bookmark: _Toc68009717][bookmark: _Toc68009844][bookmark: _Toc68010761][bookmark: _Toc70620489]Disciplinary investigations


[bookmark: _Toc3391444]Table 44	Disciplinaries split by marital status
[image: ]

Of the 26 staff:

· 53.8% were married compared with 50.8% of Trust staff in post who are married.

· The Divorced/Legally Separated group had a slightly higher percentage of staff involved than in the Trust staff in post figure (9.6%) while staff in the Single group has slightly lower percentage than staff in post (36.6%).


[bookmark: _Toc70620490]Ethnicity

The following tables and charts show the ethnicity of Trust staff by area and the comparison with the populations of local councils


[bookmark: _Toc70620491]Staff in post


[bookmark: _Ref67050851][bookmark: _Toc3391389]Table 45	Staff in post by ethnic origin and area
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Figure 28      Ethnic origin for all staff in post


The results show that:

· Just under 90% of all staff consider themselves as White.

· Of the remaining 10%, the largest group (5.3%) consider themselves of Asian origin.

· The figure for Unknown, where staff refused to state their ethnicity, has been decreasing in recent years and is at 0.4% of Trust staff.




Local Population Figures

The following information compares the percentages for ethnic groups within the Trust with the local council populations for Barnsley, Calderdale, Kirklees, and Wakefield.  The Yorkshire and Humber population figure is used for Forensic Services.  The combined figure is the total of Wakefield, Barnsley, and Calderdale & Huddersfield council figures.


[bookmark: _Ref67050322][bookmark: _Ref67918525]Table 46	Percentage staff in post compared with local population
[image: ]

NB the total Trust figure includes medical staff; the individual areas exclude medical staff

[image: ]

Table 46 shows the percentage ethnicity of staff in post across the Trust compared with the relevant population figures.  The results show that:

· Just over 89% of all Trust staff are white, this is not significantly different from the combined local populations.

· Excluding medical staff, however, the Trust figure increases to 91.4% (see sub-total figure in Table 45).

· The Black ethnic group is over-represented in the Trust in all areas and in total except for Support Services.

· In general, the other minorities are under-represented in Trust staff.
[bookmark: _Toc3391710]
[bookmark: _Toc314236131][bookmark: _Toc314752096][bookmark: _Toc3391712][bookmark: _Toc68009462][bookmark: _Toc68009530][bookmark: _Toc68009598][bookmark: _Toc68009672][bookmark: _Toc68009799][bookmark: _Toc68010716][bookmark: _Toc68009466][bookmark: _Toc68009534][bookmark: _Toc68009602][bookmark: _Toc68009676][bookmark: _Toc68009803][bookmark: _Toc68010720]

[bookmark: _Toc70620492]Staff in post by non-medical pay band


[bookmark: _Ref67053335]Table 47	Pay band by ethnicity
[image: ]



· The results in Table 47 show that the ethnic mix of the Trust is not reflected in the higher bandings.

· In general, the lower and middle bandings mirror the diverse ethnic mix of the Trust.

· Again, small numbers can skew the figures.


[bookmark: _Toc70620493]Staff in post by employment status

The following tables and charts show the part-time and full-time staff by ethnicity for both 
medical and non-medical staff.
[bookmark: _Ref2766434][bookmark: _Toc3391395]
Non-Medical Staff

[bookmark: _Ref67061483][bookmark: _Ref67061476]Table 48	Full/part-time split by ethnicity
[image: ]



[bookmark: _Ref2775417][bookmark: _Toc3391456][image: ]
[bookmark: _Ref67061739][bookmark: _Ref67061723]                     Figure 29	Ethnicity of full/part-time staff


Table 48 shows the ethnicity of full and part time non-medical staff as a percentage of the Trust total. 

Figure 29 shows the same figures but as a percentage of each ethnic group.

· Ethnicity does not appear to be a significant factor in whether staff work full or part time as the figures mirror the Trust’s overall ethnic mix.

· The exceptions are for the Black, Chinese/Other, and Mixed groups which all have a higher proportion of full-time staff.  The small numbers of staff in the Chinese/Other group could account for the skew in those figures.



Medical Staff


[bookmark: _Ref67062906][bookmark: _Ref67062846]Table 49	Full/part-time split by ethnicity
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[bookmark: _Ref2774969][bookmark: _Toc3391457][image: ]
[bookmark: _Ref67062952]                     Figure 30		Ethnicity of full/part-time staff


Table 49 shows the ethnicity of full and part-time staff as a percentage of Trust medical staff.

Figure 30 shows the same figures but as a percentage of the ethnic group.
 
While it should be remembered that small numbers can skew the results, the figures show that:


· Over 63% of all part-time medical staff are in the White group.

· All medical staff in the Black and Mixed groups work full time.

[bookmark: _Toc314236146][bookmark: _Toc314752112][bookmark: _Toc3391723][bookmark: _Toc68009473][bookmark: _Toc68009541][bookmark: _Toc68009609][bookmark: _Toc68009683][bookmark: _Toc68009810][bookmark: _Toc68010727][bookmark: _Toc70620494]
Starters and leavers

The tables below show the ethnic mix of new starters and leavers from the Trust.

[bookmark: _Ref2865504][bookmark: _Ref2865488][bookmark: _Toc3391406]Table 50	Starters by ethnicity and area
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[bookmark: _Ref67321650][bookmark: _Toc3391407][bookmark: _Ref67321635][bookmark: _Ref67321665][bookmark: _Ref67384485]Table 51	Extract from comparison with local populations
[image: ]


· Table 50 shows that the ethnic mix of non-medical new starters improves on the Trust staff in post profile position (see the extract in Table 51) across all the minority ethnic groups.

· When including medical staff, this position improves even more.

· Comparing Table 50 to Table 51, the figures for non-medical new starters in the Black, Other, and Mixed ethnic groups are higher than they are in the local populations.

· Non-medical new starters from an Asian background are still under-represented compared with the combined local populations but show improvement compared with the Trust staff in post profile.
[image: ]
[bookmark: _Ref67387726][bookmark: _Toc3391462]Figure 31	Ethnicity of all starters including medical staff

· From Figure 31, we can see that just over 80% of new starters consider themselves of white origin.  This is a decrease from 2019 figures when just over 86% of starters were White.

· Just over 18% of starters consider themselves from an ethnic minority background compared with just under 13% in 2019.

· [bookmark: _Ref66889096][bookmark: _Toc3391408]The staff in post figure for ethnic minority groups is approximately 10%.

Table 52	Leavers by ethnicity and area
[image: ]

· The percentage for all ethnic minority staff leaving (13.6%) during this period is slightly higher than the staff in post figure (10.4%).

· For leavers excluding medical staff, the ethnic group figure is 11%.

· The pie chart in Figure 32 below better illustrates the leaver figures – this chart includes medical staff.


[image: ]
[bookmark: _Ref67399062][bookmark: _Toc3391463]Figure 32	Ethnicity of all leavers

In comparison, slightly over 18% of new starters consider themselves to be part of an ethnic minority group while just over 13% of leavers do so.

[bookmark: _Toc314236136][bookmark: _Toc314752102][bookmark: _Toc3391715][bookmark: OLE_LINK1][bookmark: OLE_LINK2]Starters by pay band

[bookmark: _Ref67401187][bookmark: _Ref2934203][bookmark: _Toc3391411]Table 53	Starters by pay band and ethnicity
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Table 53 shows the split for ethnicity by pay band for new starters to the Trust.




· The white to minority ethnic groups ratio for new starters is approximately 84%/16%. This figure includes Unknown in the ethnic minority grouping.

· Even though the Trust is employing more starters who belong to the ethnic minority groups, with one exception, all new starters in Bands 8a and above are in the White ethnic group.

[bookmark: _Ref67401955]Leavers by pay band

[bookmark: _Ref69293993][bookmark: _Toc3391412]Table 54	Leavers by pay band and ethnicity
[image: ]

Table 54 shows the split for ethnicity by pay band for leavers from the Trust.

· The white to ethnic minority groups ratio for leavers from the Trust is approximately 88%/12%.  This figure includes Unknown in the ethnic minority grouping.

· While there are some slight anomalies in the figures, most bands reflect the overall split, with leavers coming from all groups.  The exceptions to this are Bands 8a and above.

· The large number of White staff in the staff in post population explains the variation in the proportion of leavers across the ethnic groups for Bands 8a and over.  At the beginning of 2020, the total number of staff belonging to any ethnic minority and who were in Bands 8a and above, was 14 out of a total staff in post figure of 306.  







[bookmark: _Toc68009481][bookmark: _Toc68009549][bookmark: _Toc68009617][bookmark: _Toc68009691][bookmark: _Toc68009818][bookmark: _Toc68010735][bookmark: _Toc70620495]Starters and leavers by employment status

[bookmark: _Ref67476998][bookmark: _Toc3391414]Table 55	Starters by employment status and ethnicity
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· Looking at new starters in Table 55 and comparing with the previous year, in 2020 more staff in the ethnic minority groups have taken up part-time employment with the Trust.

· Just under 75% of part-time posts were taken up by people in the White ethnic group while over 91% of staff appointed to full-time posts were White.


Table 56	Leavers by employment status and ethnicity
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· For leavers, in all ethnic groups, more were in part-time positions than were full time.
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Table 57 and Figure 33 show that:

· Proportionally, slightly more staff in the minority ethnic groups were promoted than in the Trust staff ethnic profile.

· Of those, staff who consider themselves of Black ethnic origin were promoted at a higher rate than the other groups (6.9% compared with 3.2% Trust profile figure).
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Table 58	Applicants/shortlist by ethnic group
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The table above shows that:

· Most of the ethnic groups do not have a significantly different percentage of applicants compared with shortlisted candidates.

· The exception is for those in the Asian group who had 13% of applicants compared with 9.3% who were shortlisted.

This is better seen in Figure 34 below.
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[bookmark: _Ref68079560]        Figure 34	Percentage of applicants/shortlisted by ethnicity



Table 59 below shows the ratio of applicants to shortlisted candidates from highest to lowest.  The higher the ratio (worst), the fewer applicants from that ethnic group have been successfully shortlisted.

[bookmark: _Ref68079606]Table 59	Ratio applicants to shortlist
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· The least successful group was Chinese or Other with those who did not state an ethnicity being the most successful.
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[bookmark: _Ref67664378]Figure 35	Courses by ethnicity
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Figure 36 and Figure 35 show the ethnic mix of the staff in post at the end of the period  and the ethnicity of staff who have completed courses during the audit period and.  This is for all staff including medical.  The results show that:

· Fewer courses were attended by staff who consider themselves white in comparison to the overall Trust figure.

· Staff from BAME backgrounds undertook a significantly higher percentage of courses overall.  15.7 % of courses were attended by staff from groups other than white compared with 10.4% of staff in post who consider themselves to be from a minority ethnic background (excluding Unknown).
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· Only staff in the Black and White ethnic groups were involved in any investigations during the audit period.

· Of these, the White ethnic group had a higher proportion of staff involved than the percentage in the staff ethnic profile (89.2%).
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Due to the low numbers, the following figures are not split by the protected characteristics.

There were 6 grievances recorded which started at some point during the audit period, January to December 2020. 

There were 5 claims of harassment or bullying during the same period.
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2

DETAILED ACTION PLAN FOR 2021
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	Inclusive Recruitment and Retention 

	Review recruitment practices in consultation with our staff networks
Continue to provide online information sessions to under-represented communities.
Collaborate on a Virtual Recruitment programme with partners
Lead on a collaborative International Recruitment of Nurses programme
Develop a more inclusive recruitment programme. 
Refresh our retention strategy 

	Creating a focus on disability, supporting the development of a disability network and implementing the WDES
	Continue to support the ongoing development of the staff disability network.  A new steering group is being established and will build on the network’s previous positive achievements.  Members of the network have been key stakeholders in the development of the staff disability and reasonable adjustments policy which will be launched in 2021.  The network will continue to play a key role in the WDES.

	Redesign our approach to bullying and harassment based on developing cultures of civility and respect.
	Continue to develop and improve the framework for the prevention and harassment and bullying.  In 2021 we will redesign our approach to bullying and harassment to focus on developing cultures of civility and respect, encouraging colleagues to speak up as early as possible if they are concerned about behaviours in the workplace.

	Develop an approach to manage issues of harassment, bullying and abuse from service users, carers and visitors
	The Equity Guardian model has been developed with clinical staff and has a support element for staff experiencing racial abuse and a clinical pathway to support the care needs of service users.  There are 2 Equity Guardian’s in place with a comms campaign pending to recruit more and increase awareness of the rationale for the role.  The Race Forward network will be relaunched with more involvement from clinical staff.  There is a Dare to Change regional meeting including SWYPFT, BDCT, Leeds & York PFT, Calderdale CCG and RDaSH looking at areas such as data recording, training and protocols.


	Develop initiatives to support an older workforce to maintain employment
	Develop a flexible working model building on learning from the way we have worked during the pandemic. Work is progressing looking at areas such as 12-hour hybrid shift options, enhancing our Occupational Health and wellbeing offer, menopause support, flexible retirement and reviewing approaches to retention

	Ensure the Leadership and Management development strategy includes diverse initiatives such as the Stepping Up and Moving Forward programmes for BAME staff
	Stepping Up and Ready Now programmes are embedded into our Leader & Manager Pathway.  Access for staff will continue when NHS Leadership Academy programmes resume these programmes, post pandemic. Moving Forward is led by us here at SWYPFT and delivered in partnership with BDCT, LYPFT, Mid Yorkshire and Wakefield CCG.  The next programme commences in May 2021.  A Moving Forward Plus pilot programme is currently underway as part of our inaugural Talent Programme.  As a Trust, we piloted a Reciprocal Mentoring programme in 2019/20, consequently being incorporated into our refreshed L&M pathway with two further cohorts commencing in May 2021, access to which has also been extended to staff from other marginalised groups.  As part of our Trust-wide Coaching and Mentoring framework, 1:1 coaching, executive coaching and mentoring is also available with Coaching for Inclusion currently being developed/added.  Our next Shadow Board programme is planned for summer to autumn 2021.
The redesign of our middle management programme is underway, and a revised programme is planned from June 2021. This is based on the 5 essentials of a ‘Great Place to Work’.  

	Continue with HCSW/band 2 apprenticeship values-based assessment centres
	The Trust continues to recruit through a values-based interview selection process, delivered virtually in cohorts throughout the year.  We are hoping to return to assessment centres when Covid restrictions allow. 

	Explore actions to reduce the gender pay gap
	The reporting requirement was removed in 2020 and our last audits were published in 2019. Further audits will be undertaken in 2021.
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1 3 2 1



14.3% 42.9% 28.6% 14.3%



1 133 133 81 42 1

0.26% 34.02% 34.02% 20.72% 10.74% 0.26%

Sub-total 384

Medical Staff 7

Grand Total 391

Forensic Services 74

CAMHS BDU 24

Support Services 46

Inpatient Services 41

Barnsley 56

Calderdale and Kirklees 113

Wakefield 30
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Area

19 & 

Under 20-29 30-39 40-49 50-59 60-69 70+

Grand 

Total

1 196 332 327 390 93 8

0.1% 14.6% 24.6% 24.3% 29.0% 6.9% 0.6%

0 194 284 272 224 45 5

0.0% 18.9% 27.7% 26.6% 21.9% 4.4% 0.5%

74 107 96 95 38 1



18.0% 26.0% 23.4% 23.1% 9.2% 0.2%

15 346 256 313 220 44 1

1.3% 29.0% 21.4% 26.2% 18.4% 3.7% 0.1%

115 145 99 81 14



25.3% 31.9% 21.8% 17.8% 3.1%



31 201 121 89 100 18 2

5.5% 35.8% 21.5% 15.8% 17.8% 3.2% 0.4%

77 89 170 199 70 2



12.7% 14.7% 28.0% 32.8% 11.5% 0.3%

47 1,203 1,334 1,366 1,309 322 19

0.84% 21.48% 23.82% 24.39% 23.38% 5.75% 0.34%

54 116 204 177 24 4



9.3% 20.0% 35.2% 30.6% 4.1% 0.7%

47 1,257 1,450 1,570 1,486 346 23

0.76% 20.34% 23.47% 25.41% 24.05% 5.60% 0.37%
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411             

607             

5,600          

1,195          

454             

562             
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Calderdale and Kirklees

Wakefield

Forensic Services
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6,179          

Inpatient Services
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Sub-total

Medical Staff

Grand Total

579             
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Area Yes

No or 

Unknown

Grand 

Total

78 1,039

7.0% 93.0%

76 792

8.8% 91.2%

16 348

4.4% 95.6%

43 583

6.9% 93.1%

31 265

10.5% 89.5%

22 337

6.1% 93.9%

23 708

3.1% 96.9%

289 4,072

6.6% 93.4%

3 166

1.8% 98.2%

292 4,238

6.4% 93.6%

731           

359           

4,530        

169           

4,361        

626           

868           

1,117        

296           

364           

Sub-total

Medical Staff

Grand Total

Inpatient Services
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Wakefield

CAMHS BDU

Barnsley

Calderdale and Kirklees

Forensic Services
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Staff with 

Disability Total

Staff with 

Disability Total

12 5

10.0% 6.1%

12 7

9.8% 7.3%

7 4

8.3% 7.4%

16 9

16.2% 8.4%

7 9

6.4% 9.8%

5 2

12.2% 7.1%

3 3

15.8% 12.5%

0 1

0% 14.3%

0 0

0% 0%

0 1

0% 20.0%

62 41

10.2% 8.2%

Band 5

Band 6 109 92

99 107

Band 7 41 28

Band 8a 19 24

Band 8b 7 7

Band 8c 2 4

Grand Total 608 499

Band 8d 5 5

82

54

Starters  Leavers 

Band 2

Band 4

Band 3 122

84

120

96

Pay Band
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Grand 
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1,004 16,052

5.9% 94.1%

347 4,988

6.5% 93.5%

Applicants

Shortlist

17,056

5,335
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Non-Medical 

Staff Yes

No or 

Unknown

Grand 

Total

196 2,617

7.0% 93.0%

93 1,455

6.0% 94.0%

289 4,072

6.6% 93.4%

Full Time 2,813

Part Time 1,548

Grand Total 4,361
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Non-Medical 

Staff Yes

No or 

Unknown

Grand 

Total

196 2,617

7.0% 93.0%

93 1,455

6.0% 94.0%

289 4,072

6.6% 93.4%

Full Time 2,813

Part Time 1,548

Grand Total 4,361
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Medical Staff Yes

No or 

Unknown

Grand 

Total

3 136

2.2% 97.8%

30



100.0%

3 166

0.1% 3.8%

Full Time 139

Part Time 30

Grand Total 169
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1
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1
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6
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Yes

No or 

Unknown

Grand 

Total

25 366

6.4% 93.6%

292 4,238

6.4% 93.6%

All Trust staff 4,530

Promotions 391
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Area Yes

No or 

Unknown

Grand 

Total

71 1,276

5.3% 94.7%

118 906

11.5% 88.5%

11 400

2.7% 97.3%

76 1,119

6.4% 93.6%

48 406

10.6% 89.4%

30 532

5.3% 94.7%

23 584

3.8% 96.2%

377 5,223

6.7% 93.3%

10 569

1.7% 98.3%

387 5,792

6.3% 93.7%

Grand Total

Inpatient Services

Support Services

Medical Staff

Barnsley

Calderdale and Kirklees

Wakefield

Forensic Services

CAMHS BDU

Sub-total

579

6,179

1,195

454

562

1,347

1,024

411

607

5,600
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Gender/Area  Barnsley

Calderdale 

and Kirklees Wakefield

Forensic 

Services

CAMHS 

BDU

Inpatient 

Services

Support 

Services Medical Staff

964 700 303 468 259 269 526 69

86.3% 80.6% 83.2% 74.8% 87.5% 74.9% 72.0% 40.8%

153 168 61 158 37 90 205 100

13.7% 19.4% 16.8% 25.2% 12.5% 25.1% 28.0% 59.2%

Grand Total 1,117 868 364 626 296 359 731 169

Female

Male
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Pay Band Female Male Grand Total

3 3

50.0% 50.0%

473 93

83.6% 16.4%

800 175

82.1% 17.9%

250 73

77.4% 22.6%

617 120

83.7% 16.3%

769 201

79.3% 20.7%

351 110

76.1% 23.9%

147 52

73.9% 26.1%

49 24

67.1% 32.9%

17 8

68.0% 32.0%

11 7

61.1% 38.9%

1



100.0%

2 5

28.6% 71.4%

3,489 872

80.0% 20.0%

Band 1 6

Band 2 566

Band 3 975

Band 4 323

Band 5 737

Band 6 970

Band 7 461

Band 8a 199

Band 8b 73

Grand Total 4,361
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1

7
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Not AfC
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Gender/Area Barnsley

Calderdale and 

Kirklees Wakefield

Forensic 

Services

CAMHS 

BDU

Inpatient 

Services

Support 

Services

Medical 

Staff

99 124 27 98 60 44 46 32

86.1% 83.8% 81.8% 81.7% 88.2% 77.2% 68.7% 57.1%

16 24 6 22 8 13 21 24

13.9% 16.2% 18.2% 18.3% 11.8% 22.8% 31.3% 42.9%

Grand Total 115 148 33 120 68 57 67 56

Female

Male
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Area Gender Barnsley

Calderdale and 

Kirklees Wakefield

Forensic 

Services

CAMHS 

BDU

Inpatient 

Services

Support 

Services

Medical 

Staff

101 90 18 55 35 38 57 20

88.6% 83.3% 75.0% 71.4% 83.3% 80.9% 65.5% 45.5%

13 18 6 22 7 9 30 24

11.4% 16.7% 25.0% 28.6% 16.7% 19.1% 34.5% 54.5%

Grand Total 114 108 24 77 42 47 87 44

Female

Male
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Pay Band Female Male Grand Total

95 25

79.2% 20.8%

108 14

88.5% 11.5%

69 15

82.1% 17.9%

84 15

84.8% 15.2%

86 23

78.9% 21.1%

33 8

80.5% 19.5%

15 4

78.9% 21.1%

5 2

71.4% 28.6%

2



100.0%

3 2

60.0% 40.0%

498 110

81.9% 18.1%

Grand Total 608

Band 8b 7

Band 8c 2

Band 8d 5

Band 2 120
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Band 4 84

Band 8a 19
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Band 7 41
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Pay Band Female Male Grand Total

65 17

79.3% 20.7%

74 22

77.1% 22.9%

47 7

87.0% 13.0%

82 25

76.6% 23.4%

75 17

81.5% 18.5%

23 5

82.1% 17.9%

19 5

79.2% 20.8%

5 2

71.4% 28.6%

2 2

50.0% 50.0%

2 3

40.0% 60.0%

394 105

79.0% 21.0%

Grand Total 499

Band 8d 5

Band 8a 24

Band 8b 7

Band 8c 4

Band 5 107

Band 6 92

Band 7 28

Band 2 82

Band 3 96

Band 4 54
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Area Female Male

Grand 

Total

48 8

85.7% 14.3%

97 16

85.8% 14.2%

24 6

80.0% 20.0%

62 12

83.8% 16.2%

20 4

83.3% 16.7%

31 10

75.6% 24.4%

37 9

80.4% 19.6%

319 65

83.1% 16.9%

2 5

28.6% 71.4%

321 70

82.1% 17.9%

Medical Staff 7

Grand Total 391

Forensic Services 74

CAMHS BDU 24

Inpatient Services 41

Support Services 46

Sub-total 384

Barnsley 56

Calderdale and Kirklees 113

Wakefield 30
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Area Barnsley

Calderdale 

and Kirklees Wakefield

Forensic 

Services

CAMHS 

BDU

Inpatient 

Services

Support 

Services Sub-total

Medical 

Staff

Grand 

Total

1,161 851 334 921 397 436 496 4,596 240 4,836

86.2% 83.1% 81.3% 77.1% 87.4% 77.6% 81.7% 82.1% 41.5% 78.3%

186 173 77 274 57 126 111

1,004

339

1,343

13.8% 16.9% 18.7% 22.9% 12.6% 22.4% 18.3% 17.9% 58.5% 21.7%

Grand Total

1,347 1,024 411 1,195 454 562 607

5,600

579

6,179

Male

Female
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Female Male

Grand 

Total

17 9

65.4% 34.6%

Disciplinaries 26
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Area Atheism Christianity Islam Other* Unknown

Grand 

Total

160 610 10 114 223

14.3% 54.6% 0.9% 10.2% 20.0%

188 372 39 97 172

21.7% 42.9% 4.5% 11.2% 19.8%

60 181 7 53 63

16.5% 49.7% 1.9% 14.6% 17.3%

151 281 25 56 113

24.1% 44.9% 4.0% 8.9% 18.1%

79 125 4 52 36

26.7% 42.2% 1.4% 17.6% 12.2%

80 147 19 41 72

22.3% 40.9% 5.3% 11.4% 20.1%

105 363 13 73 177

14.4% 49.7% 1.8% 10.0% 24.2%

823 2,079 117 486 856

18.9% 47.7% 2.7% 11.1% 19.6%

15 43 35 49 27

8.9% 25.4% 20.7% 29.0% 16.0%

838 2,122 152 535 883

18.5% 46.8% 3.4% 11.8% 19.5%

Barnsley 1,117

Calderdale and Kirklees 868

Wakefield 364

Forensic Services 626

Inpatient Services 359

Support Services 731

CAMHS BDU 296

Sub-total 4,361

Medical Staff 169

Grand Total 4,530
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Atheism Christianity Islam Other* Unknown

Grand 

Total

187 290 46 73 68

28.2% 43.7% 6.9% 11.0% 10.2%

104 263 26 63 87

19.2% 48.4% 4.8% 11.6% 16.0%

Starters 664

Leavers 543
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Atheism Christianity Islam Other* Unknown

Grand 

Total

3,906 6,901 1,769 2,781 1,699

22.9% 40.5% 10.4% 16.3% 10.0%

1,278 2,328 393 778 558

24.0% 43.6% 7.4% 14.6% 10.5%

17,056

Shortlist 5,335

Applicants
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Area Atheism Christianity Islam Other* Unknown Grand Total

14 26 7 9

25.0% 46.4%



12.5% 16.1%

44 39 3 18 9

38.9% 34.5% 2.7% 15.9% 8.0%

7 14 1 5 3

23.3% 46.7% 3.3% 16.7% 10.0%

22 29 3 5 15

29.7% 39.2% 4.1% 6.8% 20.3%

10 11 3

41.7% 45.8%



12.5%



6 20 1 5 9

14.6% 48.8% 2.4% 12.2% 22.0%

11 22 2 6 5

23.9% 47.8% 4.3% 13.0% 10.9%

114 161 10 49 50

29.7% 41.9% 2.6% 12.8% 13.0%

4 2 1



57.1% 28.6%



14.3%

114 165 12 49 51

29.2% 42.2% 3.1% 12.5% 13.0%

Support Services 46

Forensic Services 74

CAMHS BDU 24

Inpatient Services 41

Barnsley 56

Calderdale and Kirklees 113

Wakefield 30

Sub-total 384

Medical Staff 7

Grand Total 391


image62.png
Unknown,
13%

Atheism,
29%

Other, 13%

Islam, 3% 7

Christianity,
42%





image63.emf
Atheism, 

18%

Christianity, 

47%

Islam, 3%

Other, 12%

Unknown, 

19%


image64.emf
Area Atheism Christianity Islam Other* Unknown

Grand 

Total

240 671 10 162 264

17.8% 49.8% 0.7% 12.0% 19.6%

224 460 32 121 187

21.9% 44.9% 3.1% 11.8% 18.3%

81 198 7 67 58

19.7% 48.2% 1.7% 16.3% 14.1%

296 546 41 106 206

24.8% 45.7% 3.4% 8.9% 17.2%

150 183 10 65 46

33.0% 40.3% 2.2% 14.3% 10.1%

145 215 28 67 107

25.8% 38.3% 5.0% 11.9% 19.0%

84 291 9 62 161

13.8% 47.9% 1.5% 10.2% 26.5%

1,220 2,564 137 650 1,029

21.8% 45.8% 2.4% 11.6% 18.4%

45 141 135 167 91

7.8% 24.4% 23.3% 28.8% 15.7%

1,265 2,705 272 817 1,120

20.5% 43.8% 4.4% 13.2% 18.1%

Barnsley 1,347

Calderdale and Kirklees 1,024

Wakefield 411

Forensic Services 1,195

CAMHS BDU 454

Inpatient Services 562

Grand Total 6,179

Support Services 607

Sub-total 5,600

Medical Staff 579
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Atheism Christianity Other* Unknown

Grand 

Total

4 11 6 5

15.4% 42.3% 23.1% 19.2%

26 Disciplinaries
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Area Heterosexual

Gay or 

Lesbian Bisexual Unknown

Grand 

Total

928 15 9 165

83.1% 1.3% 0.8% 14.8%

716 28 10 114

82.5% 3.2% 1.2% 13.1%

298 12 2 52

81.9% 3.3% 0.5% 14.3%

515 21 7 83

82.3% 3.4% 1.1% 13.3%

254 5 14 23

85.8% 1.7% 4.7% 7.8%

287 12 6 54

79.9% 3.3% 1.7% 15.0%

559 9 3 160

76.5% 1.2% 0.4% 21.9%

3,557 102 51 651

81.6% 2.3% 1.2% 14.9%

137 5 27

81.1% 3.0%



16.0%

3,694 107 51 678

81.5% 2.4% 1.1% 15.0%

Barnsley 1,117

Calderdale and Kirklees 868

Wakefield 364

Forensic Services 626

Inpatient Services 359

Support Services 731

CAMHS BDU 296

Sub-total 4,361

Medical Staff 169

Grand Total 4,530
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Grand 

Total

593 25 14 32

89.3% 3.8% 2.1% 4.8%

448 20 5 70

82.5% 3.7% 0.9% 12.9%

Starters 664

Leavers 543
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Heterosexual Gay/Lesbian Bisexual Unknown

Grand 

Total

15,602 496 409 549

91.5% 2.9% 2.4% 3.2%

4,838 167 114 216

90.7% 3.1% 2.1% 4.0%

Applicants 17,056

Shortlist 5,335
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Area Heterosexual

Gay or 

Lesbian Bisexual Unknown

Grand 

Total

48 2 6

85.7% 3.6%



10.7%

106 1 3 3

93.8% 0.9% 2.7% 2.7%

28 2

93.3%



6.7%

60 1 2 11

81.1% 1.4% 2.7% 14.9%

40 1 1 4

87.0% 2.2% 2.2% 8.7%

23 1

95.8% 4.2%



33 1 1 6

80.5% 2.4% 2.4% 14.6%

338 7 7 32

88.0% 1.8% 1.8% 8.3%

7

100.0%



345 7 7 32

88.2% 1.8% 1.8% 8.2%

Grand Total 391

Support Services 41

Sub-total 384

Medical Staff 7

Forensic Services 74

CAMHS BDU 46

Inpatient Services 24

Barnsley 56

Calderdale and Kirklees 113

Wakefield 30
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Area Heterosexual

Gay or 

Lesbian Bisexual Unknown Grand Total

1,147 14 16 170

85.2% 1.0% 1.2% 12.6%

879 20 15 110

85.8% 2.0% 1.5% 10.7%

338 15 5 53

82.2% 3.6% 1.2% 12.9%

992 47 8 148

83.0% 3.9% 0.7% 12.4%

375 16 25 38

82.6% 3.5% 5.5% 8.4%

459 20 11 72

81.7% 3.6% 2.0% 12.8%

466 11 2 128

76.8% 1.8% 0.3% 21.1%

4,656 143 82 719

83.1% 2.6% 1.5% 12.8%

476 12 91

82.2% 2.1%



15.7%

5,132 155 82 810

83.1% 2.5% 1.3% 13.1%

Barnsley 1,347

Calderdale and Kirklees 1,024

Wakefield 411

Forensic Services 1,195

CAMHS BDU 454

Inpatient Services 562

Grand Total 6,179

Support Services 607

Sub-total 5,600

Medical Staff 579
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Heterosexual

Gay or 

Lesbian Unknown

Grand 

Total

22 1 3

84.6% 3.8% 11.5%

26 Disciplinaries
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Area

Civil 

Partnership

Divorced/Legally 

Separated Married Single Widowed Unknown

Grand 

Total

9 109 638 341 15 5

0.8% 9.8% 57.1% 30.5% 1.3% 0.4%

16 94 401 337 8 12

1.8% 10.8% 46.2% 38.8% 0.9% 1.4%

4 38 199 112 7 4

1.8% 10.8% 46.2% 38.8% 0.9% 1.4%

9 51 251 305 5 5

1.4% 8.1% 40.1% 48.7% 0.8% 0.8%

33 137 122 4



11.1% 46.3% 41.2%



1.4%

2 28 127 200 1 1

0.6% 7.8% 35.4% 55.7% 0.3% 0.3%

9 76 416 212 9 9

1.2% 10.4% 56.9% 29.0% 1.2% 1.2%

49 429 2,169 1,629 45 40

1.1% 9.8% 49.7% 37.4% 1.0% 0.9%

2 4 132 29 1 1

1.2% 2.4% 78.1% 17.2% 0.6% 0.6%

51 433 2,301 1,658 46 41

1.1% 9.6% 50.8% 36.6% 1.0% 0.9%

Barnsley 1,117

Calderdale and Kirklees 868

Wakefield 364

Forensic Services 626

Inpatient Services 359

Support Services 731

CAMHS BDU 296

Sub-total 4,361

Medical Staff 169

Grand Total 4,530
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Civil 

Partnership

Divorced/ Legally 

Separated Married Single Widowed Unknown

Grand 

Total

15 45 228 363 5 8

2.3% 6.8% 34.3% 54.7% 0.8% 1.2%

7 55 260 213 4 4

1.3% 10.1% 47.9% 39.2% 0.7% 0.7%

Starters 664

Leavers 543
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Area

Civil 

Partnership

Divorced/Legally 

Separated Married Single Unknown Grand Total

4 26 26



7.1% 46.4% 46.4%



12 35 61 5



10.6% 31.0% 54.0% 4.4%

1 3 11 15



10.6% 31.0% 54.0% 4.4%

1 2 26 42 3

1.4% 2.7% 35.1% 56.8% 4.1%

1 8 15



4.2% 33.3% 62.5%



3 16 22



7.3% 39.0% 53.7%



4 16 25 1



8.7% 34.8% 54.3% 2.2%

2 29 138 206 9

0.5% 7.6% 35.9% 53.6% 2.3%

1 4 1 1



14.3% 57.1% 14.3% 14.3%

2 30 142 207 10

0.5% 7.7% 36.3% 52.9% 2.6%

Barnsley 56

Calderdale and Kirklees 113

Wakefield 30

Forensic Services 74

CAMHS BDU 24

Inpatient Services 41

Grand Total 391

Support Services 46

Sub-total 384

Medical Staff 7
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Area

Civil 

Partnership

Divorced/ 

Legally 

Separated Married Single Widowed Unknown Grand Total

5 117 737 471 10 7

0.4% 8.7% 54.7% 35.0% 0.7% 0.5%

25 90 457 449 2 1

2.4% 8.8% 44.6% 43.8% 0.2% 0.1%

8 52 190 149 5 7

2.4% 8.8% 44.6% 43.8% 0.2% 0.1%

26 85 471 601 5 7

2.2% 7.1% 39.4% 50.3% 0.4% 0.6%

51 175 219 9



11.2% 38.5% 48.2%



2.0%

6 35 173 345 3

1.1% 6.2% 30.8% 61.4%



0.5%

8 51 364 166 7 11

1.3% 8.4% 60.0% 27.3% 1.2% 1.8%

78 481 2,567 2,400 29 45

1.4% 8.6% 45.8% 42.9% 0.5% 0.8%

7 19 400 144 4 5

1.2% 3.3% 69.1% 24.9% 0.7% 0.9%

85 500 2,967 2,544 33 50

1.4% 8.1% 48.0% 41.2% 0.5% 0.8%

Barnsley 1,347

Calderdale and Kirklees 1,024

Wakefield 411

Forensic Services 1,195

CAMHS BDU 454

Inpatient Services 562

Grand Total 6,179

Support Services 607

Sub-total 5,600

Medical Staff 579
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Divorced/Legally 

Separated Married Single

Grand 

Total

3 14 9

11.5% 53.8% 34.6%

Disciplinaries 26


image79.emf
Area Asian Black

Chinese or 

Other Mixed White Unknown

Grand 

Total

15 8 4 8 1,079 3

1.3% 0.7% 0.4% 0.7% 96.6% 0.3%

51 34 4 14 760 5

5.9% 3.9% 0.5% 1.6% 87.6% 0.6%

10 11 1 7 335

2.7% 3.0% 0.3% 1.9% 92.0%



30 36 3 7 548 2

4.8% 5.8% 0.5% 1.1% 87.5% 0.3%

7 12 6 271

2.4% 4.1%



2.0% 91.6%



17 29 1 3 307 2

4.7% 8.1% 0.3% 0.8% 85.5% 0.6%

26 7 3 7 684 4

3.6% 1.0% 0.4% 1.0% 93.6% 0.5%

156 137 16 52 3,984 16

3.6% 3.1% 0.4% 1.2% 91.4% 0.4%

82 10 11 7 58 1

48.5% 5.9% 6.5% 4.1% 34.3% 0.6%

238 147 27 59 4,042 17

5.3% 3.2% 0.6% 1.3% 89.2% 0.4%

Barnsley 1,117

Calderdale and Kirklees 868

Wakefield 364

Forensic Services 626

Inpatient Services 359

Support Services 731

CAMHS BDU 296

Sub-total 4,361

Medical Staff 169

Grand Total 4,530


image80.emf
Asian, 5.3%

Black, 3.2%

Chinese or Other, 

0.6%

Mixed, 1.3%

White, 89.2%

Unknown, 0.4%

Other, 10.8%


image81.emf
Area Asian Black Other Mixed White Unknown

Barnsley

1.34% 0.72% 0.36% 0.72% 96.60% 0.27%

Barnsley Council 0.53% 0.53% 0.37% 0.70% 97.87%



Calderdale and Kirklees 5.88% 3.92% 0.46% 1.61% 87.56% 0.58%

C&K Council 13.21% 1.41% 0.81% 2.01% 82.56%



Wakefield

2.75% 3.02% 0.27% 1.92% 92.03%

Wakefield Council 2.35% 0.77% 0.55% 0.90% 95.43%



Forensic Services

4.79% 5.75% 0.48% 1.12% 87.54% 0.32%

Yorkshire & Humber 6.77% 1.52% 1.31% 1.60% 88.80%



CAMHS BDU

2.36% 4.05% 2.03% 91.55%

Combined Local Pop 7.74% 1.06% 0.65% 1.45% 89.10%



Inpatient Services 4.74% 8.08% 0.28% 0.84% 85.52% 0.56%

Combined Local Pop 7.74% 1.06% 0.65% 1.45% 89.10%



Support Services

3.56% 0.96% 0.41% 0.96% 93.57% 0.55%

Combined Local Pop 7.74% 1.06% 0.65% 1.45% 89.10%



Total Trust 5.25% 3.25% 0.60% 1.30% 89.23% 0.38%

Combined Local Pop 7.74% 1.06% 0.65% 1.45% 89.10%


image82.emf
Key

Trust figure is lower than local population

Trust figure is higher than local population

Trust figure is the same as local population
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Pay Band Asian Black

Chinese or 

Other Mixed White Unknown

Grand 

Total

6



100.0%



35 17 1 1 511 1

6.2% 3.0% 0.2% 0.2% 90.3% 0.2%

34 30 3 12 892 4

3.5% 3.1% 0.3% 1.2% 91.5% 0.4%

15 3 1 3 300 1

4.6% 0.9% 0.3% 0.9% 92.9% 0.3%

25 45 2 12 648 5

3.4% 6.1% 0.3% 1.6% 87.9% 0.7%

22 30 7 15 894 2

2.3% 3.1% 0.7% 1.5% 92.2% 0.2%

16 11 2 7 423 2

3.5% 2.4% 0.4% 1.5% 91.8% 0.4%

6 1 1 190 1

3.0% 0.5%



0.5% 95.5% 0.5%

1 1 71

1.4%



1.4% 97.3%



1 24

4.0%



96.0%



18



100.0%



1



100.0%



1 6

14.3%



85.7%



156 137 16 52 3,984 16

3.6% 3.1% 0.4% 1.2% 91.4% 0.4%

Band 1 6               

Band 2 566           

Band 3 975           

Band 4 323           

Band 5 737           

Band 6 970           

Band 7 461           

Band 8a 199           

Band 8b 73             

25             

18             

1               

7               

4,361        

Band 8c

Band 8d

Band 9

Not AfC

Grand Total
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Non-Medical Staff Asian Black

Chinese or 

Other Mixed White Unknown

Grand 

Total

107 110 14 40 2,531 11

3.8% 3.9% 0.5% 1.4% 90.0% 0.4%

49 27 2 12 1,453 5

3.2% 1.7% 0.1% 0.8% 93.9% 0.3%

156 137 16 52 3,984 16

3.6% 3.1% 0.4% 1.2% 91.4% 0.4%

Full Time 2,813

Part Time 1,548

Grand Total 4,361
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 Medical Staff Asian Black

Chinese or 

Other Mixed White Unknown

Grand 

Total

73 10 9 7 39 1

52.5% 7.2% 6.5% 5.0% 28.1% 0.7%

9 2 19

30.0%



6.7%



63.3%



82 10 11 7 58 1

48.5% 5.9% 6.5% 4.1% 34.3% 0.6%

Part Time 30

Grand Total 169

Full Time 139
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