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Background and purpose 

In 2025, Sir Robert Francis published his Freedom to Speak Up Review which highlighted the need to ensure that NHS staff in England feel safe to raise concerns, confident that they will be listened to and the concerns will be acted upon. 

The review called for all NHS organisations to appoint a Freedom to Speak Up (FTSU) Guardian to improve the way organisations deal with concerns raised by staff. 

This Strategy sets out the Trust’s vision and strategy for Freedom to Speak Up, and describes how we commit to the voice of our staff being heard and acted upon in order to improve patient and staff experience. It should be read in conjunction with the Trust’s Strategy ‘With All of Us In Mind’, People Strategy and Freedom to Speak Up Policy.
Our vision 
The aim of this strategy is to create a culture where speaking up and listening are business as usual for all our staff and where raising concerns results in improvements.

Our vision is that everyone in the Trust feels safe to raise a concern, know that they will be listened to, and the issue acted upon appropriately in order to improve patient care and the experience of our staff.
This is built on a foundation of the Trust Values:

· We put the person first and in the centre.

·  We know that families and carers matter.
· We are respectful, honest, open, and transparent.
· We improve and aim to be outstanding.

·  We are relevant today and ready for tomorrow.
Our strategy
To deliver our vision we will:
· Raise awareness of FTSU– so that everyone knows how to raise concerns. 

· Ensure confidence in speaking up – ensure concerns are heard, promptly and thoroughly looked into and that feedback is provided and learning shared wherever possible.
· Make speak up and listen up training available to all staff and ensure all leaders and managers are supported in understanding their own behaviours and dealing with concerns.
Objectives and actions 
To deliver the Strategy the following key actions have been identified:
Raise awareness of FTSU 

· All new starters are made aware of Speaking Up at corporate induction or at local 

training (e.g. volunteer induction).

· A rolling communications plan ensures all workers are made aware of Freedom to Speak Up programme through promotional materials in all areas of the Trust (posters, cards and leaflets), regular email updates, FTSU newsletter and face to face visits.
· There is clearly accessible information about Speaking Up and how to raise concerns on the Trust intranet pages.
· FTSU Guardians regularly visit operational services, to ensure they are visible and staff know how to contact them and raise concerns.

Improve confidence in Speaking Up
· Individuals will all have the opportunity, and adequate time, to discuss their concerns with the Guardian.
· All concerns will be recorded by the FTSU guardians in line with national guidance. 
· Concerns are dealt with promptly, independently and confidentiality. 
· All those who raise concerns will receive feedback on the outcome of their concerns being looked into and have the opportunity to provide feedback on the process.
· The number of cases raised and resolved, and key themes of concerns will be 

· reported to Care Group Partnership Meetings, Freedom to Speak Up Oversight Group, Audit Committee and Trust Board. 
· Wherever possible, case studies will be developed and communicated to share

· learning from cases. 
· Support will be provided to all leaders and managers to understand their own behaviours and deal with concerns positively including the importance of listening to and positively responding to concerns
Make speak up and listen up training available to all staff.
· We will ensure managers are clear about their roles and responsibilities when handling concerns and are supported to do so effectively.
· All staff have access to speak up and listen up training. 
Roles and responsibilities

The role of the Freedom to Speak Up Guardians.
Our Freedom to Speak Up Guardians support the delivery of the strategy as follows:
· Ensure all methods of speaking up are promoted.

· Provide advice and support in exploring concerns raised.

· Provide training on FTSU to all our staff.

· Share learning from patient and staff safety concerns, to drive improvement.

· Engage with national and regional networks to share best practice.

· Ensure timely concise feedback is delivered to those who raise concerns.

· Promote the Speaking Up Policy.
Oversight of Freedom to Speak Up
Our Executive Director responsible for FTSU is the Chief Nurse/Director of Quality and Professions.
Our Deputy Director of Partnerships, Planning and Governance provides senior support for our speaking-up guardian.

 

Our non-executive director responsible for Freedom to Speak Up provides more independent support for the guardian and a fresh pair of eyes to ensure that investigations into concerns are conducted with rigor; and help escalate issues, where needed.

Monitoring progress and learning
The measures to monitor progress against our strategy are as follows:
	Awareness 
	Confidence 
	Training

	Attendance at corporate 

induction training and local 

induction.

Number and type of updates 

to staff and other workers in 

the Trust about speaking up.
Response to annual

Staff Survey relating to 

awareness of Speaking Up.

 
	Number of cases raised with FTSU Guardians.
Response to question in 

annual Staff Survey 

relating to confidence in 

Speaking Up. 

Timelines for cases from 

date raised to date closed

Feedback from those who 

have raised concerns (i.e. 

whether they would speak 

up again)
	Take up of speak up and listen up training.
Prevalence of ‘hot spot’

areas identified through 

annual Staff Survey.


An update on Freedom to Speak Up will be presented to the Audit Committee and Trust Board on a bi-annual basis. 

Updates will include:

- An overview of the cases reported and themes identified

- Triangulation of FTSU data with Staff Survey reflecting ‘hot spots’ or potential future ‘hot 

spots’ for targeted support

- Benchmarking data to show how the Trust compares with peer Trusts.
Equality and Inclusion

This strategy is underpinned by our Trust Mission, Vision and Values and our commitment of ensuring Equality Diversity and Inclusion is at the heart of everything we do by supporting every member of staff to have a voice that counts.

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.

	
	QUESTIONS


	ANSWERS AND ACTIONS

	1
	Name of policy/strategy?


	Freedom to speak up strategy

	2
	Description of the document:


	The aim of the Trust FTSU Strategy is to set the strategic direction of travel for the Trust for Freedom to Speak Up. This is aligned with the Trust People Strategy. 

	3
	Lead contact person for the Equality Impact Assessment 
	Name: Estelle Myers

Job title: Freedom to speak up guardian lead 

	4
	Who else is involved in undertaking this Equality Impact Assessment


	Izzy Worswick: Deputy Director Director of Partnerships, Planning and Governance



	5
	Sources of information used to identify gaps and barriers


	Census JSNA: Barnsley Joint Strategic Needs Assessment (JSNA) (barnsley.gov.uk) 

Calderdale Joint Strategic Needs Assessment (JSNA) | Calderdale Council
Kirklees Kirklees Joint Strategic Assessment (KJSA) | Kirklees Council
Wakefield www.wakefieldjsna.co.uk
Workforce data: https://swyt.sharepoint.com/sites/Equalityandinvolvement/SiteAssets/Forms/AllItems.aspx?id=%2Fsites%2FEqualityandinvolvement%2FSiteAssets%2FSitePages%2FCompleting-a-service-EIA%2FWorkforce-data-for-EIAs%2Epdf&parent=%2Fsites%2FEqualityandinvolvement%2FSiteAssets%2FSitePages%2FCompleting-a-service-EIA
Service – team profile of people accessing services EqualitiesMonitoring v2 - Power BI Report Server
Workforce Equality report: Workforce equality information - South West Yorkshire Partnership NHS Foundation Trust
Sources of insight: Trust wide mental health EIA updated August 2023. EIA-Research-Bank-27.07.22-V2.xlsx (sharepoint.com)
Staff survey results for raising concerns 

Question 

Trust average 2024

Sector average 2024

Trust average 2023

Q20a I would feel secure raising concerns about unsafe clinical practice.

78%

76%

76%

Q20b I am confident that my organisation would address my concern.

64%

61%

64%

Q25e I feel safe to speak up about anything that concerns me in this organisation.

70%

67%

70%

Q25f If I spoke up about something that concerned me, I am confident my organisation would address my concern.

58%

55%

59%

SWYPFT average   

6.90
Black, Asian and ethnic minority staff     6.95

White 6.91

 Staff with children 6.97

Non carers 6.87

Carers of adults 6.67
Non carers 7.05

Age group 

No significant differences 

LGBT+    6.72

Heterosexual 6.99

Disabled staff 6.68

Nondisabled 7.00

FTSU feedback survey data 2024/25 

24 responses received 

Total concerns raised 2024/25 83 of which 20 were anonymous therefore potential responses from 63. 38.1% response rate

FTSU survey equality monitoring data

2024/25

Trust equality monitoring data

2024/25
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30%

Age 31-40

24.5
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26%

Age 41-50

22.9%
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26%

Age 51-65

31.7%

8%

Age over 65

1.7%

82%

White

85.4%

16%

Minority ethnic background

14.2%

34%

Christian

45.7%

52%

Married

50.06%

21%

Divorced

7.82%

13%

Single

37.32%

8%

Widowed

1.07%

21%

Male

20.7%

73%

Female

79.3%

20%

Have a disability 

11.5%

91%

Straight/Heterosexual

81.8%

4%

Bisexual

1.84%

More staff came forwards from 31-40, 41-50 and over 65 age group. Slightly more staff came forwards from minority ethnic backgrounds compared to the Trust data. More staff that are married, divorced or widowed came forwards compared with Trust demographic data. More male staff came forwards. More staff that have a disability came forwards compared to Trust data. More heterosexual and bisexual staff came forwards compared with Trust data.

Feedback survey data 2023/24

20 responses received

54 concerns of which 12 were anonymous therefore potential responses from 42. A 47.6% return rate.

FTSU equality monitoring data 2023/24

Trust equality monitoring data

2023/24

25%

Age 21-30

35%

Age 31-40

24.5%

20%

Age 41-50

20%

Age 51-65

25.1%

85%

White

85.4%

15%

Minority ethnic background

14.2%

35%

Christian

45.7%

40%

Married

50%

10%

Divorced

7.8%

21%

Have a disability

11.5%

85%

Female

79.3%

15%

Male

20.7%

95%

Straight/Heterosexual

81.7%

The majority of cases are reported by those that are aged 31-40, white British, have English as a main language, no religion, no disability, straight, female, no caring responsibility, not pregnant or had a baby in the last 12months and are married.

SWYPFT FTSU 2022/23 equality data (from a total of 14 responses).

Age: 20-29 = 15%, 30-39 = 46%, 40-49 = 31% 50-59 = 8%

White = 67% BAME = 33%

Religion: no religion = 62%, Christian = 15%, Muslim = 15%, Hindu = 7%

Disability = 0%

Sexual Orientation = Heterosexual =71%, LGB = 14%, Prefer not to say = 14%

Caring responsibilities: Yes = 11%, No = 89%

Pregnancy = 0%

Had a baby in last 12months = 0%

Marital status: single = 62.5%, married = 25%, co-habiting = 12.5%

Concerns per area 22/23
Number 

Number of staff in locality 

Barnsley Integrated Services

7

1179

Adult and Older people mental health

16

1755

CAMHS

8

386

Forensic Services

3

447

Learning disabilities and Adult ASD and ADHS

12

219

Support services

4

811

Unknown

3

0

Total

53

4797

Concerns per area 23/24

Number 

Headcount of staff in locality 

Barnsley Physical health and Wellbeing 

9

800

Mental health

16

2289

CAMHS

7

506

Forensic Services

6

460

Learning disabilities and Adult ASD and ADHS

5

235

Support services

8

853

Unknown

3

0

Total

54

5143

Concerns per area 24/25

Number 

Headcount of staff in locality 

Barnsley Physical health and Wellbeing 

6

847

Mental health

21

2301

Children young persons and families 

7

540

Forensic Services

10

458

Learning disabilities and Adult ASD and ADHS

6

250

Support services

14

861

Cheswold

16

340

Unknown

3

0

Total

83

5597

From the FTSU data tables above it can be seen that concerns have continued to come from all care groups which means that staff all across the geographical spread know about the service and have accessed it. 



	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:

Prompt: consider people who have Learning Disabilities or Difficulties, Physical, Visual, Hearing disabilities and people with long term conditions such as diabetes, cancer, stroke, heart disease.  Also consider how you meet

their needs in line with the
Accessible information 
standard.

	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: The data shows that 8.8% of our staff consider themselves to have a disability, an increase from the previous year’s figure of 8.4% (2021) and 6.4% (2020). The total number of disabled staff is 414, this is an increase of 30 since last year.

Staff survey data for raising concerns 2024/25

SWYPFT average   

6.90
Disabled staff 6.68

Nondisabled 7.00

Disabled staff report lower than trust average in the staff survey

FTSU survey equality monitoring data

Trust equality monitoring data

2022/23

0%

Have a disability

8.4%

2023/24

20%

Have a disability 

11.5%

2024/25

21%

Have a disability 

11.5%

More staff that have a disability have come forwards via FTSU than non-disabled suggesting that disabled staff have a worse experience which is the same as the staff survey results. Policy is accessible and people know how to use it. This demonstrates that these staff able to speak up about issues. 



	5b
	Gender:

Prompt: Female & Male issues should be considered
	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: Gender –  21% male 79% female – this is indicative of all NHS bodies and static from last year’s report figures.

FTSU survey 2024/25 data

FTSU survey equality monitoring data

Trust equality monitoring data

2022/23

79%

Female

79.1%

2022/23

21%

Male

20.9%

2023/24

85%
Female

79.3%

2023/24

15%
Male

20.7%

2024/25

21%

Male

20.7%

2024/25

73%

Female

79.3%

More males have used the FTSU service compared with the trust data in the last year, but the year before more females came forwards and previous to that more males. The data shows that there both male and female staff can access the service. 



	5c
	Age:

Prompt: Older people & Young People issues should be considered
	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%

Source: Census 2021 data

Workforce data:

· 23.8% of the workforce are in Age band 40-49. This has dropped by 0.3% compared to 2021 data (24.1%)

· Staff in the over 60 age bands has increased again in 2022 to 10.9% (516). This is an upwards trend for 3 consecutive years - 2021 data 10.3% (474) - 2020 data 10.1% (456).

Staff survey results for raising concerns

SWYPFT average   

6.90
Age group 

No significant differences 

FTSU survey equality monitoring data

Trust equality monitoring data

2022/23

15%

Age 20-29

13.4%

2022/23

46%

Age 30-39

23.4%

2022/23

31%

Age 40-49

24.1%

2022/23

8%

Age 50-59

28.6%

2023/24

25%

Age 21-30

2023/24

35%

Age 31-40

24.5%

2023/24

20%

Age 41-50

2023/24

20%

Age 51-65

25.1%

2024/25

8%

Age 21-30

15.2

2024/25

30%

Age 31-40

24.5

2024/25

26%

Age 41-50

22.9%

2024/25

26%

Age 51-65

31.7%

2024/25

8%

Age over 65

1.7%

The highest proportion of staff using the FTSU service was in the 31-40 age bracket and this is higher than the trust data for this age group this trend can be seen over all 3 years of data, this contrasts the trust data that shows no different. 



	5d
	Sexual Orientation:

Prompt: Heterosexual, Bisexual, Gay, 

Lesbian groups should be considered
	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%

Source: Census 2021 data

Workforce data: 

The number of LGBT staff continues to increase slightly and was at 4.1% (193) by year end 2022.  In 2021 these figures were 3.6% (165) and 3.5% (158) in 2020. Over the 3 years that’s an increase of 0.6%. Workforce-Monitoring-Report-2023-FINAL
Workforce specific: 

· Supporting trans and non-binary staff – NHS CONFED May 2023. Health and Care LGBTQ+ Network has launched a new report, developed in partnership with the LGBT Foundation, which looks at the experience of trans and non-binary people in the NHS. The report supports leaders to become effective, active allies to their healthcare staff; taking action to ensure working environments are inclusive.

· Learning from LGBTQ+ history  NHS ConFed – February 2024 Blog  Our director of policy Dr Layla McCay’s new blog reflects on LGBTQ+ inclusion past, present and future, asking what does it mean to be an LGBTQ+ person working in healthcare today?

Staff survey results raising concerns
SWYPFT average   

6.90
LGBT+    6.72

Heterosexual 6.99

Staff reported lower than trust average score if they did not identify as heterosexual

FTSU survey equality monitoring data

Trust equality monitoring data

2022/23

71%

Straight/Heterosexual

82.8%

2022/23

14%

Gay/Lesbian

2.4%

2022/23

14%

Prefer not to say

13.6%

2023/24

95%

Straight/Heterosexual

81.7%

2023/24

5%

Prefer not to say

2024/25

91%

Straight/Heterosexual

81.8%

2024/25

4%

Bisexual

1.84%

Over the last 3 years the majority of the staff coming forwards via FTSU identify as heterosexual. In 2024/25 more staff that identify as bisexual used the FTSU service compared to the trust data. This shows us that mainly heterosexual staff use the FTSU service in contrast to staff survey data stating that those that do not identify as heterosexual have a worse experience. 



	5e
	Religion or Belief:

Prompt: Main faith groups and people with no belief or philosophical belief issues should be considered
	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%

Source: Census 2021 data

Workforce data: The number of staff who had not stated their religious belief, has been decreasing over successive years and is now 17%. In the year 2021 the “Unknown” figure was reported at 18% and 19% in 2020 report. 46% of the workforce identify themselves as Christian. 21% as Atheist which shows a 1% rise in Atheism from 20% in 2021 to 21% in 2022. 11% identify themselves as other and 4% as Muslim which has remained the same at 4% for two consecutive years. Workforce-Monitoring-Report-2023-FINAL
FTSU survey data

FTSU survey equality monitoring data

Trust equality monitoring data

2022/23

15%

Christian

46.9%

2022/23

62%

No religion

19.6%

2023/24

15%

Islam

3.7%

2023/24

7%

Hindu

2023/24

35%

Christian

45.7%

2023/24

55%

No religion

2023/34

5%

Hindu 

2023/24

5%

Not stated

2024/25

34%

Christian

45.7%

2024/25

56%

No religion

2024/25

5%

Agnostic

Fewer people identifying as Christian used the FTSU service this is consistent over the last 3 years, with the majority of staff stating they have no religion in contrast to trust data that is majority Christian. This would suggest that those without a religious belief are less satisfied and use the FTSU service.  



	5f
	Marriage and Civil Partnerships

Prompt: Single, Married, Co-habiting, Widowed, Civil Partnership status should be considered
	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%

Source: Census 2021 data

Workforce data: 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. 49.6% of staff are married and 37.5% identify as single. Workforce-Monitoring-Report-2023-FINAL
FTSU survey 

FTSU survey equality monitoring data

Trust equality monitoring data

2022/23

12.5%

Co-habiting

2022/23

22%

Married

2022/23

62%

single

2023/24

40%

Married

50%

2023/24

10%

Divorced

7.8%

2023/24

25%

Single

2024/25

52%

Married

50.06%

2024/25

21%

Divorced

7.82%

2024/25

13%

Single

37.32%

Over the past 3 years the marital status of the staff using the FTSU service has changed from single to married. Compared with trust data in the last year more married staff came forwards suggesting they are less satisfied at work.



	5g
	Pregnancy and Maternity

Prompt: Currently pregnant or have been pregnant in the last 12 months should be considered
	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%

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

Workforce data: not reported. 

FTSU survey equality monitoring data

2022/23

Pregnant 

0%

2022/23

Had a baby in last 12months

0%

2023/24

Pregnant 

5%

2023/24

Had a baby in last 12months 

0%

2024/25

Pregnant 

4%

2024/25

Had a baby in last 12months

4%

.  Over time it can be seen that staff that are pregnant or have had a baby in the last 12months have used the FTSU service, suggesting a change in outcomes for those that are pregnant or have had a baby in the last 12months.



	5h
	Gender Re-assignment

Prompt: Transgender issues should be considered
	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%

Source: Census 2021 data

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

Workforce data: Data limited. 

FTSU survey equality monitoring data

2022/23

Live and work permanently in gender not assigned at birth 

0%

2023/24

Live and work permanently in gender not assigned at birth

0%

2024/25

Live and work permanently in gender not assigned at birth

0%

2024/25

Prefer not to say

4%

FTSU data shows that no one has identified as Transgender over the last 3 years in 2024/25 a small percentage did not want to identify their gender. 



	5I
	Carers

Prompt: Caring responsibilities paid or unpaid should be considered
	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%

Source: Census 2021 data

NB: Missing values account for ‘N/A’ or ‘not answered’

Workforce data: not reported

Staff survey raising concerns data

SWYPFT average   

6.90
Carers of adults 6.67
Non carers 7.05

Staff carers report lower than trust average scores on the staff survey

FTSU survey equality monitoring data

2022/23

Caring responsibilities  

11%

2023/24

Caring responsibilities  

15%

2024/25

Caring responsibilities  

43%

 The FTSU data shows a sharp jump in the numbers of staff coming forwards with caring responsibilities and this algins to the staff survey data suggesting worse outcomes for staff with caring responsibilities. 

	5j
	Race

Prompt: Indigenous population and BME Groups such as black African and Caribbean, mixed heritage, South Asian, Chinese, Irish, new migrant, asylum & refugee, gypsy & travelling communities)


	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%)

Source: Census 2021 data

Workforce data: 87.7% of all staff consider themselves as White in 2022, which is a 1% decrease from 2021 data. Of the remaining 12.3%, the largest group (5.3%) consider themselves of Asian origin. The figure for Unknown, where staff declined to state their ethnicity, for the year 2022 is at 0.3%. This has increased marginally compared to last year which was at 0.2% of Trust staff. This year’s percentage of Asian staff has increased to 5.3% from 5.1% in 2021. Percentage of Black staff has increased from 3.5% in 2021 to 4.2%. This is an increase of 0.7%.

Workforce specific: 

· Five priority areas launched following MWRES report – NHS ConFed February 2023. NHS England has launched its ‘The First Five’ programme that details its priority areas of action to address the racial disparity for black and minority ethnic doctors as identified in the Medical Workforce Race and Equality Standard (MWRES) 2021.

· The NHS has a highly ethnically diverse workforce, just over 42% (of 283,663 licensed doctors in the UK) of its medical workforce are from an ethnic minority background and internationally recruited staff have been central to its service delivery since its launch in 1948. Despite heavy reliance on these staff, substantial evidence shows they are likely to experience racism and discrimination and have poorer experiences and opportunities throughout their careers. Race equity in health research: Good for the public and the workforce – National Institute for Health and Care Research December 2022 

· NHS equality, diversity, and inclusion improvement plan NHSE June 2023. This improvement plan sets out targeted actions to address the prejudice and discrimination – direct and indirect – that exists through behaviour, policies, practices and cultures against certain groups and individuals across the NHS workforce. It has been co-produced through engagement with staff networks and senior leaders. NHS England » NHS equality, diversity and inclusion (EDI) improvement plan

· The 2023 Workforce Race Equality Standard paints a mixed picture on race equality and inclusion for NHS staff. Shilpa Ross delves into the highs and lows of what recent surveys can tell us about staff experience. The 2023 NHS Workforce Race Equality Standard | Blog | The King's Fund (kingsfund.org.uk)
· Excellence through equality: anti-racism as a quality improvement tool NHS ConFed April 2024  This report comprises examples of anti-racist initiatives from BME Leadership Network members, to help advance equality within the workforce and for service users. Excellence-through-equality-PDF.pdf (nhsconfed.org)
· Moving from not racist to anti-racist March 2024  Our recent blog, co-written by Professor Joy Warmington and Simon Newitt, explores how we can bring anti-racism work to life.  Moving from not racist to anti-racist | The King's Fund (kingsfund.org.uk) 

· EDI and 'Is the NHS too woke?'  March 2024  This month has seen a significant amount of attention on EDI and anti-racism. Following our survey last year on tackling inequality within health which 560 members responded to, the NHS Confederation published a report capturing what we found, and published a briefing entitled 'Is the NHS too woke?' aimed at dispelling common misconceptions.

· 'Increase in diversity at senior levels' NHS England March 2024  In a press release yesterday, NHS England notes what it identifies as a number of positive advances in the NHS Workforce Race Equality Standard (WRES) statistics, with some measures of equality improving. However, the figures also reveal that white applicants are increasingly likely to be appointed to roles following shortlisting.

Staff survey raising concerns data

SWYPFT average   

6.90
Black, Asian and ethnic minority staff     6.95

Lowest scores

- White and Black Caribbean 6.60 

- White and Asian 6.69

White 6.91

Colleagues from White and Black Caribbean and White and Asian showed the lowest scores.

FTSU survey data

FTSU survey equality monitoring data

Trust equality monitoring data

2024/25

2022/23

67%

White

88.7%

2022/23

33%

Minority ethnic background

11.1%

2023/24

85%

White

85.4%

2023/24

15%

Minority ethnic background

14.2%

2024/25
82%

White

85.4%

2024/25

16%

Minority ethnic background

14.2%

Data from staff using the service shows that slightly more staff from a minority ethnic background came forwards compared to the trust data in 2024/25. The majority of staff using the service over the last 3years have been from a white background which aligns with the trust data. 


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.  
 
· Have you reviewed existing insight i.e. patient experience, complaints, previous surveys to support EIA completion?

· Have you gathered the views of people to support EIA completion?
· Have you run a focus group, conducted a survey, had an open day where you gained feedback?

· Have you gathered views from your staff team on this new policy/strategy, or if reviewing what works well and what could be improved? 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
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. 

Previous actions update:  please explain what progress you have made against the previous actions identified

1. To book a session with the staff networks to raise awareness of FTSU. These sessions were booked and links with the networks are continued.
2. To explore the potential barriers to accessing FTSU with the staff networks. Sessions on barriers to speaking have been explored with the organisation.
3. To identify and consider any other options for addressing barriers, developing specific actions as required to embed a culture of speaking up. Ongoing raising awareness and service visits continue 
 
	Who will benefit from this action? (tick all that apply) 
	Action 1: This is what we are going to do 
	Lead/s  
	By when 
	Update -outcome 
	RAG 

	Age 
	  x
	  
To explore different ways to engage with staff about the importance of completing the FTSU feedback survey so that equality data can be monitored. 


	  EM
	January 2027
	 Ongoing work with COMMS via the FTSU comms plan and newsletter to continue to provide information on equality data reporting.
	  

	Disability 
	  x
	
	
	
	
	

	Gender reassignment  
	  x
	
	
	
	
	

	Marriage and civil partnership 
	  x
	
	
	
	
	

	Race 
	  x
	
	
	
	
	

	Religion or belief 
	  x
	
	
	
	
	

	Sex 
	  x
	
	
	
	
	

	Sexual Orientation 
	  x
	
	
	
	
	

	Pregnancy maternity  
	  x
	
	
	
	
	

	Carers 
	  x
	
	
	
	
	


 
 
 
 
 
	Who will benefit from this action? (tick all that apply) 
	Action 2: This is what we are going to do 
	Lead/s  
	By when 
	Update -outcome 
	RAG 

	Age 
	  x
	To explore the use of ESR data to better understand the demographics of the staff coming forwards via FTSU
	EM
	January 2027
	It has been agreed with the ESR team that data from ESR could be taken from staff known to the FTSUG team and a report be pulled based on staff ID and this query would then be deleted once conglomerate data shared. 
	  

	Disability 
	  x
	
	
	
	
	

	Gender reassignment  
	  x
	
	
	
	
	

	Marriage and civil partnership 
	  x
	
	
	
	
	

	Race 
	  x
	
	
	
	
	

	Religion or belief 
	  x
	
	
	
	
	

	Sex 
	  x
	
	
	
	
	

	Sexual Orientation 
	  x
	
	
	
	
	

	Pregnancy maternity  
	  x
	
	
	
	
	

	Carers 
	  x
	
	
	
	
	


 
 
 
 
	Who will benefit from this action? (tick all that apply) 
	Action 3: This is what we are going to do 
	Lead/s  
	By when 
	Update -outcome 
	RAG 

	Age 
	 x 
	To continue to promote FTSU via ongoing communication programme to ensure the message visible to all staff
	EM
	
	
	  

	Disability 
	  x
	
	
	
	
	

	Gender reassignment  
	  x
	
	
	
	
	

	Marriage and civil partnership 
	  x
	
	
	
	
	

	Race 
	  x
	
	
	
	
	

	Religion or belief 
	  x
	
	
	
	
	

	Sex 
	  x
	
	
	
	
	

	Sexual Orientation 
	  x
	
	
	
	
	

	Pregnancy maternity  
	  x
	
	
	
	
	

	Carers 
	  x
	
	
	
	
	


 
 
 
 
	7 Please state what methods of monitoring you are using to progress actions

leadership team co-ordinating the development for the strategy refresh including full project plan meet fortnightly to monitor progress. Monthly involvement via Advisory group and monthly reporting and governance via EMT and Trust Board.



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

Intranet and external engagement website. Attached to strategic document which is circulated with stakeholders and wider partners



	


	9 EIA assessment by equality and involvement team

Name: Zahida Mallard
Date: 16th February 2026 

Rating: Developing
Recommendations: Ensure that equality data is captured more robustly over the lifetime of the policy  by FTSU guardians for those reports that are not anonymous so any local trends emerging can be correlated and reported correctly. When national/regional reporting/research shows diverse trends we have the data/information to confirm or challenge the narrative as a Trust.  



When you have fully completed all sections of the EIA 

and it has been signed off in service, 

you must email a copy to: InvolvingPeople@swyt.nhs.uk  for grading
Please note that the EIA is a public document and may be published. 
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. 
November 2025 Estelle Myers


Lead Freedom to Speak Up Guardian 














Freedom to Speak up strategy 


2025-2030


<Secondary Heading>




















•All this information aligned and funnelled 





Feedback on FTSU learning is gathered from a survey which is sent out to those that provide either a contact email or contact telephone number, for 2024/25 there was a 38.1% return rate on the survey. Any recommendations are captured as part of the equality impact assessment
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