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EXECUTIVE SUMMARY

This report provides an overview of the demographics of the Trust workforce at the end of 2025. This data and insight are used to inform our priority actions aligned to our workforce planning and organisation priorities to make South West Yorkshire Partnership Teaching NHS Foundation Trust the best place to work and learn. 
1. Workforce size has stabilised, with a slight reduction to 5,599 staff, marking the first decrease following several years of consistent growth.

2. The workforce profile remains mature and stable, with the largest concentration in mid-career age groups (31–55), particularly the 51–55 age band.

3. A continued shift towards younger age groups is evident, with increasing representation in 26–40 age bands, indicating a strengthening future workforce pipeline.

4. Disability declaration has steadily improved over time, reaching 11%, with a gradual reduction in non-disclosure, suggesting improved confidence and inclusion culture.

5. The Trust maintains a diverse workforce, with BME representation increasing to 18%, although the workforce remains predominantly White (83%).

6. The workforce is predominantly female (77%), with a slight increase in male representation; however, this pattern varies across service lines, with some areas more gender-balanced than others.

7. The Trust reflects a multi-faith and increasingly secular workforce, with Christianity the largest group, alongside a significant proportion of atheist and non-disclosing staff.

8. Sexual orientation disclosure has improved, with reduced non-disclosure and stable LGBTQ+ representation (4–5%), indicating gradual cultural progress.

9. Recruitment data shows positive progress in inclusive hiring, with:
· 15% of new starters declaring a disability (above workforce average)
· 26% of appointments from BME backgrounds, supporting increased workforce diversity

10. Disciplinary data highlights potential inequalities, notably: 
· Overrepresentation of male staff in disciplinary cases
· Early indications of slight disproportionality for BME and disabled staff, though based on small numbers and requiring ongoing monitoring

11. Training participation shows mixed outcomes across groups, with strong engagement overall; however, there are data quality limitations (notably high “unspecified” disability records) and variation in participation by ethnicity, indicating a need to strengthen equitable access monitoring.

12. Workforce diversity is being strengthened through recruitment, but gaps remain in progression at senior levels, particularly for BME and disabled staff, highlighting the importance of focusing on career development, retention, and leadership representation.

1. [bookmark: _Toc161537241][bookmark: _Toc288208217][bookmark: _Toc3391695][bookmark: _Toc68009445][bookmark: _Toc68009513][bookmark: _Toc68009581][bookmark: _Toc68009655][bookmark: _Toc68009782][bookmark: _Toc68010699][bookmark: _Toc129606009]INTRODUCTION

South West Yorkshire Partnership Teaching NHS Foundation Trust is committed to undertaking an annual review of its workforce profile through an equality, diversity and inclusion lens. This report provides a summary of that analysis, helping the Trust to understand how representative its workforce is.
[bookmark: _Toc161537243][bookmark: _Toc288208218][bookmark: _Toc3391696][bookmark: _Toc68009446][bookmark: _Toc68009514][bookmark: _Toc68009582][bookmark: _Toc68009656][bookmark: _Toc68009783][bookmark: _Toc68010700][bookmark: _Toc129606010]Aim

The aim of this report is to provide a high-level overview of the Trust’s workforce profile, including an assessment of equality across a range of protected characteristics.

[bookmark: _Toc288208219][bookmark: _Toc3391697][bookmark: _Toc68009447][bookmark: _Toc68009515][bookmark: _Toc68009583][bookmark: _Toc68009657][bookmark: _Toc68009784][bookmark: _Toc68010701][bookmark: _Toc129606011]Objectives
The key objectives of this audit are to:
· Meet the requirements of the Equality Act.
· Monitor and demonstrate compliance with equality legislation.
· Assess the extent to which equality is reflected across the workforce.
· Establish a baseline position to enable comparison in future reports.
· Identify any areas of concern and inform recommendations for improvement
[bookmark: _Toc288208220][bookmark: _Toc3391698][bookmark: _Toc68009448][bookmark: _Toc68009516][bookmark: _Toc68009584][bookmark: _Toc68009658][bookmark: _Toc68009785][bookmark: _Toc68010702][bookmark: _Toc129606012]Methodology

Workforce data has been sourced from the Electronic Staff Record (ESR), with a snapshot taken as at 31 December 2025. This approach ensures a consistent and standardised dataset for reporting purposes.

[bookmark: _Toc3391699][bookmark: _Toc68009449][bookmark: _Toc68009517][bookmark: _Toc68009585][bookmark: _Toc68009659][bookmark: _Toc68009786][bookmark: _Toc68010703][bookmark: _Toc129606013]Population
The total number of Staff in Post (SIP) as at 31 December 2025 was 5599.
Unless otherwise stated, data presented in this report relates to the period from 1 January 2025 to 31 December 2025.
Training data includes all staff who were employed at any point during the calendar year and who accessed non-mandatory training within that period.
Staff who work exclusively on the Trust’s staff bank are excluded from most datasets to maintain consistency; however, they are included in recruitment-related data (such as applications and shortlisting), where all activity within the reporting period has been considered.





2. EQUALITY WORKFORCE MONITORING REPORT DATA
The Trust currently collects and reports workforce data across a range of protected characteristics, including Disability, Sex, Race, Religion or Belief, Age, Marital Status, and Sexual Orientation.
In line with the requirements of the Public Sector Equality Duty, the Trust has gathered, analysed and published this data to better understand the composition of its workforce and to identify any disparities or trends that may require action.
For clarity and consistency, findings within this report are presented by protected characteristic. In some instances, data is further broken down into medical and non-medical staff groups to provide a more meaningful comparison and highlight any differences across staff categories.

2.1 WORKFORCE 
The number of staff in post by year end 2025 was 5599. This is a decrease of 12 staff from year 2024. Whilst this number may be small, it’s the first time the Trust has seen a decrease in total workforce numbers. In previous years, the workforce has grown year on year. 
Total number of workforce is broken down by area and age band in the tables below.
2.1.1 [bookmark: _Hlk129622370][bookmark: _Hlk129642220]Workforce by Age

	Age groups
	Barnsley Physical Health and Wellbeing
	Cheswold Park
	Forensic Services
	Learning Disabilities and Adult ASD and ADHD
	Mental Health
	Support Services
	Grand Total

	<=20 Years
	4
	1
	3
	1
	3
	6
	18

	21-25
	59
	13
	18
	14
	110
	25
	239

	26-30
	100
	29
	79
	41
	318
	42
	609

	31-35
	94
	33
	85
	39
	379
	72
	702

	36-40
	114
	45
	58
	31
	409
	76
	733

	41-45
	102
	48
	35
	38
	357
	103
	683

	46-50
	103
	32
	50
	26
	356
	111
	678

	51-55
	117
	35
	59
	27
	347
	116
	701

	56-60
	118
	33
	40
	27
	313
	160
	691

	61-65
	82
	18
	27
	13
	173
	109
	422

	66-70
	23
	7
	1
	1
	38
	22
	92

	>=71 Years
	10
	3
	2
	1
	9
	6
	31

	Grand Total
	926
	297
	457
	259
	2812
	848
	5599



Overall workforce profile 
· Total workforce is broadly stable since 2024. Total workforce 5,611 in 2024 and 5,599 in 2025.
· The age distribution pattern is consistent from 2024 dataset to 2025, showing a mature but gradually balancing workforce
· Mid-career workforce dominates (31–55 years). The largest cohorts in dataset are in 31–35, 36–40 and 41–55 age bands. Peak concentration is in 51–55 age band
· Gradual “younger shift” emerging over the past few years as there are growing workforce numbers in 26–30 and 31–40 age bands. These groups collectively represent a substantial proportion of the workforce.
· There is a decline in workforce numbers after age 55 which has been the trend since 2022 datasets.  

Service line narrative 
· Mental Health services host the largest workforce and has strong representation across all age bands, especially 30 -50.
· Barnsley Physical Health & Wellbeing has a consistent spread of workforce across age groups and slightly higher concentration in 50–60 age groups
· Support Services workforce shows noticeable clustering in 41–60 age bands.
· Forensic Services workforce is even spread across 26–55. Smaller numbers overall but balanced.
· Learning Disabilities / ASD / ADHD workforce is moderate spread with strength in 30–50 age groups.
· Cheswold Park has smaller workforce and is slight concentration in 30–45 age band. 


2.1.2 Workforce by Disability

	Service line
	No
	Not Declared
	Prefer Not To Answer
	Yes
	Grand Total

	Barnsley Physical Health and Wellbeing
	834
	6
	7
	79
	926

	Cheswold Park
	252
	23
	2
	20
	297

	Forensic Services
	393
	14
	3
	47
	457

	Learning Disabilities and Adult ASD and ADHD
	218
	4
	1
	36
	259

	Mental Health
	2351
	83
	25
	353
	2812

	Support Services
	704
	45
	10
	89
	848

	Grand Total
	4752
	175
	48
	624
	5599



	2025 disability workforce %
	2024 disability workforce %
	2023 disability workforce %
	2022 disability workforce %
	2021 disability workforce %
	2020 disability workforce %

	11.1%
	10.9%
	11.5%
	8.8%
	8.4%
	6.4%



Overall workforce profile
· The Trust maintains a steady level of disability representation, with only minor fluctuations. Current at 11%
· Around 85% of staff report “No”. 4,769 in 2024 vs 4,752 in 2025
· A slight decrease in the number of staff not declaring their disability status compared to previous years data suggesting an improvement in confidence to declare. 

Service line narrative 
· Mental Health (largest workforce) has the highest number of staff declaring disability: 
· Barnsley Physical Health & Wellbeing shows a stable declaration rate and has very low non-disclosure
· Support Services data shows moderate declaration, but slightly higher non-disclosure compared to some areas
· Forensic Services has shown a very small variation between 2024 and 2025 datasets. 
· Learning Disabilities / ASD / ADHD declaration was 30 staff with a disability in 2024 compared to 36 staff in 2025. Small workforce but relatively visible declaration rates


2.1.3 Workforce by Race 

	Service Line
	BME
	Not Stated
	White
	Grand Total

	Barnsley Physical Health and Wellbeing
	48
	2
	876
	926

	Cheswold Park
	93
	41
	163
	297

	Forensic Services
	143
	2
	312
	457

	Learning Disabilities and Adult ASD and ADHD
	60
	1
	198
	259

	Mental Health
	600
	17
	2195
	2812

	Support Services
	85
	6
	757
	848

	Grand Total
	1029
	69
	4501
	5599



Overall workforce profile
· The Trust has a diverse workforce with growing ethnic minority representation, although it remains majority White. 83% White and 18% BME
· There has been a slight reduction in White workforce proportion from 4,589 in 2024 to 4,501 in 2025

Service line narrative 
· Mental Health (largest service) has the highest BME representation in volume however still majority White: 
· Forensic Services is one of the most diverse service areas and has a more balanced ethnic composition than Trust average.
· Cheswold Park is the most ethnically diverse service area proportionally with a smaller workforce but significant diverse.
· Barnsley Physical Health & Wellbeing is the least diverse service line where the workforce is 95% white staff.
· Support services workforce diversity is increasing gradually but below Trust average. 
· Learning Disabilities / ASD / ADHD has a stable BME presence since 2024 and is majority white staff. 

2.1.4 Workforce by Religion / Belief

	Service Line
	Atheism
	Buddhism
	Christianity
	Hinduism
	I do not wish to disclose my religion/belief
	Islam
	Jainism
	Judaism
	Other
	Sikhism
	Unspecified
	Grand Total

	Barnsley Physical Health and Wellbeing
	212
	1
	510
	4
	115
	14
	 
	 
	68
	1
	1
	926

	Cheswold Park
	45
	 
	167
	2
	57
	6
	 
	1
	19
	 
	 
	297

	Forensic Services
	107
	5
	223
	7
	65
	22
	 
	1
	26
	1
	 
	457

	Learning Disabilities and Adult ASD and ADHD
	82
	2
	114
	3
	22
	22
	 
	1
	12
	1
	 
	259

	Mental Health
	809
	16
	1161
	44
	377
	172
	1
	5
	214
	13
	 
	2812

	Support Services
	190
	3
	393
	1
	148
	34
	 
	1
	71
	7
	 
	848

	Grand Total
	1445
	27
	2568
	61
	784
	270
	1
	9
	410
	23
	1
	5599



Overall workforce profile
· The Trust has a religiously diverse workforce, with Christianity remaining the largest group, alongside a significant proportion of non-religious staff and those choosing not to disclose.
· The Trust demonstrates broad religious diversity, but minority faith groups remain small in number; Islam 5% Hinduism 1% and Buddhism, Sikhism, Judaism and Jainism <1%
· A notable portion of staff identify outside standard categories at around 8%


2.1.5 Workforce by Marital Status

	Service Line 
	Blank 
	Civil Partnership
	Divorced
	Legally Separated
	Married
	Single
	Unknown
	Widowed
	Grand Total

	Barnsley Physical Health and Wellbeing
	 
	13
	96
	10
	460
	326
	7
	14
	926

	Cheswold Park
	 
	6
	23
	1
	128
	137
	 
	2
	297

	Forensic Services
	 
	12
	23
	4
	219
	192
	6
	1
	457

	Learning Disabilities and Adult ASD and ADHD
	 
	4
	14
	2
	124
	110
	2
	3
	259

	Mental Health
	2
	45
	218
	24
	1381
	1062
	51
	29
	2812

	Support Services
	1
	15
	72
	7
	465
	270
	6
	12
	848

	Grand Total
	3
	95
	446
	48
	2777
	2097
	72
	61
	5599



Overall workforce profile
· Comparing this years data to the previous year the workforce marital status profile remains broadly stable, with married and single staff continuing to dominate which together make up the substantial majority of employees.
· Married staff (2,777; 50%) represent the largest group across the organisation, indicating a workforce largely in settled or partnered life stages.
· Single staff (2,097; 37%) form the second largest group, highlighting a significant proportion of employees who may have different flexibility, mobility, and benefit needs.
· Divorced staff (446; 8%) represent a notable minority, while other groups—including those in civil partnerships, widowed, or legally separated—account for much smaller proportions.
· The proportion of unknown or undisclosed status remains low (1–2%), indicating relatively good data completeness.

2.1.6 Workforce by Sex

	Service line 
	Female
	Male
	Grand Total

	Barnsley Physical Health and Wellbeing
	813
	113
	926

	Cheswold Park
	183
	114
	297

	Forensic Services
	306
	151
	457

	Learning Disabilities and Adult ASD and ADHD
	207
	52
	259

	Mental Health
	2223
	589
	2812

	Support Services
	602
	246
	848

	Grand Total
	4334
	1265
	5599



Overall workforce profile
· This year the data shows slight shift towards male representation compared to previous year however the workforce remains predominantly female. 2024 male 22% female 78% / 2025 male 23% female 77%

Service line narrative 
· Mental health is the largest contributor to overall workforce profile and maintains a strong female majority of 79% 
· Barnsley physical health and wellbeing workforce is very female dominated at 88% and is one of the least gender diverse service line. 
· Support services is female dominate at 72% and has the highest male representation compared to other service areas. 
· Forensic services has a more balances gender split than most service lines with approx. 2:1 female to male ratio
· Cheswold park has the highest proportion of male staff and is one of the most balanced service line by workforce gender.
· Learning disabilities and ASD/ADHA has a stronger female dominate workforce at 80% female. 

2.1.7 Workforce by Sexual Orientation 

	Service line 
	Bisexual
	Gay or Lesbian
	Heterosexual or Straight
	Not stated (person asked but declined to provide a response)
	Other sexual orientation not listed
	Undecided
	Grand Total

	Barnsley Physical Health and Wellbeing
	5
	17
	850
	54
	 
	 
	926

	Cheswold Park
	8
	5
	256
	28
	 
	 
	297

	Forensic Services
	10
	22
	375
	46
	3
	1
	457

	Learning Disabilities and Adult ASD and ADHD
	8
	4
	231
	16
	 
	 
	259

	Mental Health
	76
	67
	2436
	224
	4
	5
	2812

	Support Services
	8
	19
	707
	108
	4
	2
	848

	Grand Total
	115
	134
	4855
	476
	11
	8
	5599



Overall workforce profile
· The workforce remains overwhelmingly heterosexual, with very little change year-on-year 2024 86% / 2025 87% 
· LGBTQ+ representation is steady overall with a small shift within categories: Slight increase in bisexual identification and slight decrease in gay/lesbian
· There has been a reduction in the non-disclosure category from 9% in 2024 to 8.5% in 2025. 

Service line narrative 
· Mental health service line has seen a slight increase in LGBTQ+ workforce numbers from 138 to 143. 
· Barnsley physical health and wellbeing has been a slight increase in LGBTQ+ workforce numbers from 19 to 22 whilst also seeing a decrease in non-disclosure category from 61 to 54
· Support service, Learning disabilities and Cheswold park service line have also seen a decrease in the non-disclosure category from a combined number of 172 to 152.

2.2 [bookmark: _Hlk129642522]PAY

The tables below illustrate the workforce split by banding and protected characteristics. 
2.2.1 Pay by Disability

	Pay Bands 
	No
	Not Declared
	Prefer Not To Answer
	Yes
	Grand Total

	Band 1
	 
	1
	 
	1
	2

	Band 2
	379
	32
	3
	45
	459

	Band 3
	976
	54
	10
	149
	1189

	Band 4
	354
	5
	4
	48
	411

	Band 5
	653
	14
	7
	106
	780

	Band 6
	1000
	20
	10
	137
	1167

	Band 7
	591
	6
	5
	72
	674

	Band 8 - Range A
	235
	6
	3
	27
	271

	Band 8 - Range B
	89
	3
	3
	6
	101

	Band 8 - Range C
	38
	2
	 
	2
	42

	Band 8 - Range D
	17
	1
	 
	 
	18

	Other
	420
	31
	3
	31
	485

	Grand Total
	4752
	175
	48
	624
	5599



Overall workforce profile
· Disability declaration remains stable overall: 2024: 612 (10.9%) 2025: 624 (11.1%)
· Slight increase in disability declaration alongside small reduction in non-disclosure (Not Declared / Prefer not to say)
· Overall, there is continued gradual improvement in disclosure, with the overall profile remaining consistent.
· The majority of disabled staff are located in Band 3, 5 and 6. These bands represent the largest workforce population overall
· Mid-senior bands (Band 7–8) show lower representation where numbers drop off past Band 7: Band 7: 65 → 72 Band 8A: 26 → 27
2.2.2 Pay by Race

	Pay Band 
	BME
	Not Stated
	White
	Grand Total

	Band 1
	 
	 
	2
	2

	Band 2
	98
	3
	358
	459

	Band 3
	211
	5
	973
	1189

	Band 4
	43
	1
	367
	411

	Band 5
	214
	1
	565
	780

	Band 6
	138
	7
	1022
	1167

	Band 7
	66
	5
	603
	674

	Band 8 - Range A
	20
	4
	247
	271

	Band 8 - Range B
	10
	2
	89
	101

	Band 8 - Range C
	1
	 
	41
	42

	Band 8 - Range D
	 
	 
	18
	18

	Other
	228
	41
	216
	485

	Grand Total
	1029
	69
	4501
	5599



Overall workforce profile
· BME workforce is well represented in core operational bands with growth particularly strong in Band 3, indicating a entry-to mid-level workforce diversification.
· Largest numbers of BME staff located in: Band 3: 126 → 211 (significant increase from 2024) Band 5: 232 → 214 (slight decrease but still high) and Band 6: 118 → 138 (increase from 2024)
· Band 7 has seen a slight increase of BME staff from 61 in 2024 to 66 in 2025. 
· Stable but limited representation at senior bands (Band 8+) with small BME numbers: Band 8A: 19 → 20 / Band 8B: 8 → 10

2.2.3 Pay by Sex

	Row Labels
	Female
	Male
	Grand Total

	Band 1
	 
	2
	2

	Band 2
	358
	101
	459

	Band 3
	949
	240
	1189

	Band 4
	319
	92
	411

	Band 5
	653
	127
	780

	Band 6
	948
	219
	1167

	Band 7
	541
	133
	674

	Band 8 - Range A
	207
	64
	271

	Band 8 - Range B
	75
	26
	101

	Band 8 - Range C
	29
	13
	42

	Band 8 - Range D
	13
	5
	18

	Other
	242
	243
	485

	Grand Total
	4334
	1265
	5599



Overall workforce profile
· The workforce is structurally female led across operational roles. This aligns with typical patterns in health and care roles
· Females remain the majority in every pay band. Particularly pronounced in Bands 3–6 which is similar to previous years. 
· Gender balance becomes slightly more even at higher bands, though females still dominate Bands 8C, 8D, and above
· Around 3 in 4 staff are female and this pattern is consistent across all pay bands
· Small overall increase in male proportion. Most visible in Band 3 and Band 4.

2.3 APPLICATION & APPOINTED

During 2025, the Trust advertised 764 vacancies, attracting 8,240 applications via NHS Jobs. 
From these applications, 3,045 candidates were shortlisted for interviews, which on average is 4 applicants per post. This resulted in 776 conditional offers of which 433 individuals commenced substantive employment during the year 2025 equating to an average of 36 new starters per month
The remaining 2,269 applicants were not appointed, highlighting the importance of ensuring that recruitment processes are fair, transparent, and accessible to all applicants.
Due to limited access to NHS job data, the Trust cannot extract applicants’ data by protected characteristics on this occasion. However, we can present the appointed data by characteristics which are illustrated in the tables below. 
2.3.1 Appointed by Disability 

	Disability status
	Number of Appointed staff

	No
	342

	Not declared 
	8

	Prefer not to answer
	9

	Unspecified
	9

	Yes
	65

	Total number 
	433



Narrative 
· Nearly 4 in 5 appointments (79%) are individuals who do not declare a disability. This broadly reflects the overall workforce profile, where the majority of staff do not identify as disabled. On its own, this does not indicate inequity.
· Strong representation of disabled staff in recruitment whereby 15% of appointments (65 staff) declared a disability. This is higher than the overall workforce disability rate (11%). This could indicate a Positive progress in inclusive recruitment
· Recruitment of disabled staff at higher than existing workforce levels suggests that the workforce may become more representative over time. Inclusive recruitment practices are having impact
2.3.2 Appointed by Race

	Ethnicity
	Number of appointed staff

	Any other ethnic group
	2

	Asian or Asian British (Indian, Pakistani, Bangladeshi, Chinese, any other Asian background)
	56

	Black or Black British (Caribbean, African, Any other background)
	46

	Mixed (white, Asian, black, any other background)
	9

	Not Stated 
	7

	White (British, Irish, any other background)
	313

	Total number 
	433


Narrative 
· White applicants make up the largest group (72%), but nearly 1 in 4 appointments (26%) are from BME backgrounds
· The workforce intake shows meaningful ethnic diversity 
· Strong representation from Asian and Black groups Combined: Asian: 13% / Black: 11%. Together account for almost a quarter of all appointments
· Strong recruitment is only one stage therefore it’s important to ensure fair progression into senior roles and positive employee experience and retention.


2.3.3 Appointed by Sexual Orientation 

	Sexual Orientation 
	Number of appointed staff

	Bisexual
	18

	Gay or Lesbian
	15

	Heterosexual or Straight 
	374

	Not Stated 
	22

	Other sexual orientation not listed 
	3

	Undecided 
	1

	Total number 
	433



Narrative 
· The majority of appointments (86%) identify as heterosexual. This aligns with typical workforce patterns. On its own, this does not indicate imbalance. 
· Total LGBTQ+ (Bisexual + Gay/Lesbian + Other) was 8–9% of appointments. This is a meaningful level of representation suggests, Inclusive recruitment practices and growing confidence among candidates to disclose sexual orientation.
· Bisexual representation slightly higher than gay/lesbian: Bisexual: 18 (4%) Gay/Lesbian: 15 (3.5%) Indicates a broadening spectrum of identity within the workforce.
· 5% (22 staff) chose not to state their sexual orientation. This is relatively low compared to some other characteristics suggesting reasonable confidence in disclosure.

2.4 STAFF TRAINING

The training information in the tables below is of non-mandatory training and excludes external study leave and apprenticeship data. The data excludes bank and medical staff too. 
The dataset are of the reporting year 2025. 

2.4.1 Staff Training by Disability

	
	No
	Not declared
	Prefer not to answer
	Unspecified
	Yes
	Total 

	Total number of training courses completed
	5498
	139
	53
	2898
	699
	9287



Narrative
· The largest proportion of training (59%) is completed by staff who do not declare a disability. This reflects the overall workforce profile where the majority of staff are non-disabled. On its own, this does not indicate inequity
· Only 8% of training completions are attributed to staff who declared a disability. This is lower than the workforce representation (11%). This may suggest a potential reduced access to, or engagement with, training
· 31% (2,898 completions) are recorded as “unspecified”. This is a significant data limitation makes it difficult to fully assess equality of access and draw firm conclusions about proportionality.
· Only 2% recorded as Not declared / Prefer not to answer which suggests generally good disclosure rates

2.4.2 Staff Training by Race 

	
	Any other ethnic group
	Asian or Asian British (Indian, Pakistani, Bangladeshi, Chinese, any other Asian background)
	Black or Black British (Caribbean, African, Any other background)
	Mixed (white, Asian, black, any other background)
	Not Stated
	White (British, Irish, any other background)
	Total

	Total number of training courses completed
	65
	596
	1721
	173
	220
	6512
	9287


Narrative 
· 70% of all training completions are by White staff. This reflects the overall workforce profile, where White staff form the majority. 
· 19% of all training completions are by Black staff. This is notably higher than their workforce representation (11–12%) Suggesting High engagement with training and potentially good access to learning opportunities.
· 6% of training completions are from Asian staff. This appears lower than their recruitment representation (13%) and workforce profile (17–18% BME overall)
· “Mixed” and “other” categories remain underrepresented in volume. Therefore, any patterns are difficult to interpret due to small numbers. 
· Only 2% (220 completions) are “Not stated” Indicates good data quality
· There is evidence of differential engagement across groups, Black staff: Highly represented in training / Asian staff: Relatively underrepresented. There may be variations in access, uptake, or opportunity and therefore requires further exploration.
2.4.3 Staff Training by Sexual Orientation 

	
	Bisexual
	Gay or Lesbian
	Heterosexual
	Not stated
	Other sexual orientation
	Undecided
	Total


	Total number of training courses completed
	225
	335
	8093
	516
	68
	50
	9287



Narrative 
· The vast majority (87%) of training activity is undertaken by heterosexual staff. This reflects the overall workforce profile, where heterosexual staff form the majority.
· Combined LGBTQ+ participation (Gay/Lesbian, Bisexual, Other) is around 7–8% of training completion represents a meaningful engagement indicating that LGBTQ+ staff are participating in learning and development activity which shows a degree of inclusion in access to training opportunities.
· Gay/Lesbian (4%) higher than Bisexual (2%). Reflects typical workforce patterns.
· 6% (516 completions) recorded as “Not stated” which is higher than ethnicity data but lower than some other characteristics.
· Meaningful participation from LGBTQ+ staff indicates training opportunities are accessible across groups with no significant barriers evident at a high level

2.5 DISCIPLINARY 

In 2025 the Trust has a total number of 18 disciplinary cases. These cases have been split by protected characteristics and shown in the tables below. 

2.5.1 Disciplinary by Race

	Total n & % of Disciplinaries cases 
	BME
	White
	Mixed ethnic group
	Other ethnic group

	18
	5 
28%
	11
61%
	1
5.5%
	1
5.5%



Narrative 
· A majority of cases involving White staff, reflecting workforce size 
· A notable proportion of cases involving BME staff, which may indicate potential disproportionality 
· Very small numbers overall, limiting definitive conclusions

2.5.2 Disciplinary by Disability Status 

	Total n & % of Disciplinaries cases 
	Yes
	No
	Not declared 

	18
	3
17%
	14
77%
	1
5%



Narrative 
· Most disciplinary cases involve non-disabled staff
· A slightly higher proportion of disabled staff in disciplinary processes compared to workforce representation. 
· With only 18 cases, caution is required when drawing any conclusion, therefore monitoring over time is required. 

2.5.3 Disciplinary by Religion / Belief

	Total n & % of Disciplinaries cases 
	Atheism
	Christianity 
	I do not wish to disclose my religion / belief 

	18
	4
22%
	9
50%
	5
27%



Narrative 
· Christianity represents the largest group of all disciplinary cases (50%)
· This aligns with the overall workforce profile, where Christianity is the largest declared belief group. On its own, this does not indicate disproportionality
· 22% of cases relate to staff identifying as atheist. This proportion is broadly in line with workforce data (where non-religious staff form a significant group) Suggests No obvious imbalance based on belief status.
· 27% of cases (5 out of 18) involve staff who chose not to disclose their religion. This is a relatively high proportion compared to other characteristics (e.g. ethnicity)
· A key consideration is that the dataset is small therefore percentages can fluctuate significantly and therefore findings should be interpreted with caution and tracked over time. 
· Currently there is no clear evidence of disproportionality 

2.5.4 Disciplinary by Sex

	Total n & % of Disciplinaries cases 
	Female
	Male

	18
	8
44.5%
	10
55.5%


Narrative 
· Although males make up a smaller proportion of the overall workforce (22–23%), they account for over half of disciplinary cases (55.5%)
· Female staff are significantly underrepresented in disciplinary cases relative to their workforce size
· With only 18 cases, findings should still be treated cautiously

2.5.5 Disciplinary by Sexual Orientation 

	Total n & % of Disciplinaries cases 
	Heterosexual or straight 
	Gay or Lesbian
	Not stated 

	18
	14
78%
	1
5.5%
	3
17%



Narrative 
· Majority of cases involve heterosexual staff. Over three-quarters (78%) of cases involve staff identifying as heterosexual. This reflects the workforce profile, where the majority of staff identify as heterosexual. On its own, this does not indicate disproportionality
· Only 1 case (5.5%) involves a staff member identifying as gay or lesbian. Numbers are too small for meaningful comparison


3. NEXT STEPS & MONITORING 

This report provides an overview of the Trust’s workforce equality profile and highlights both areas of progress and opportunities for further improvement. While there are positive indicators across several protected characteristics, a few disparities remain. The Trust is committed to addressing these through targeted actions and continued monitoring, ensuring that equality, diversity and inclusion remain central to workforce planning and organisational development.
Evidence of these action plans can be found in our Workforce Race Equality Standards and Workforce Disability Equality Standards reporting and annual action plan on our website. 
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