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	Synopsis

The Race Relations Act 1976 was amended by the Race Relations (Amendment) Act 2000.  This amendment introduced a statutory general duty on public authorities to promote race equality.  The general duty’s aim is to make race equality a central part of the way public authorities work, by putting it at the centre of policy making, service delivery, regulation and enforcement and employment practice.
The Trust must aim to eliminate unlawful racial discrimination; promote equality of opportunity, and promote good relations between people from different racial groups.  
As an employer, the Trust has additional specific duties which require it to monitor staff in post, applicants for jobs, promotion and training by racial group. 

This report provides workforce information based upon headcount supplied according to gender, ethnicity, age, religious belief and sexual orientation and makes recommendations regarding further work.
The data can be compared to information on the local population.

	 Financial, legal and risk impact
The legal risk of alleged discrimination is highlighted throughout this report.



	


	Comment by Director of Finance 


Ethnic Monitoring of Staff 

Introduction  

 Race Relations (Amendment) Act 2000

1. The Race Relations Act 1976 was amended by the Race Relations (Amendment) Act 2000.  This amendment introduced a statutory general duty on public authorities to promote race equality.  The general duty’s aim is to make race equality a central part of the way public authorities work, by putting it at the centre of policy making, service delivery, regulation and enforcement and employment practice.
2.  The Trust must aim to eliminate unlawful racial discrimination; promote equality of opportunity, and promote good relations between people from different racial groups.   

 Specific Duties under the Act

3. In addition to the general duty, the Trust has a number of specific duties under the Act and is required to produce a Race Equality Scheme.  

4. This scheme must list the functions and policies that the Trust has assessed as being relevant to the general duty to promote race equality.

5. It must also set out the Trust’s arrangements to

5.1 monitor its policies for any adverse impact on promoting race equality

5.2 assess and consult on the impact that policies the Trust is proposing to introduce are likely to have on promoting race equality

5.3 publish the results of our assessment, consultation, and monitoring

5.4 make sure that the public have access to information and services

5.5 train staff on the general duty and specific duties
The Duty to Monitor Ethnicity

6. As an employer, the Trust has additional specific duties which requires it to monitor staff in post, applicants for jobs, promotion, and training by racial group.
7. As the Trust employs in excess of 150 full time staff it is also required to monitor, by racial group,  staff who

7.1 benefit or suffer from performance appraisals

7.2 are involved in grievances

7.3 are subject to disciplinary action

7.4 end their service with the Trust
8. The data collected is in line with national requirements and is also in line with what is available from NHS Jobs and the Electronic Staff Record.
What is the reason for monitoring?

9. Monitoring can tell the Trust how its policies and functions are affecting different racial groups and whether they are having an adverse impact on some of their group.

10. Without monitoring the Trust will have no reliable way of knowing whether discrimination might be taking place, or whether policies to prevent or tackle discrimination are actually working.

11. Monitoring is more than data collection.  Data must be analysed in order to identify any adverse impact, potential barriers or failures in policies and processes.

12. There are a variety of ways that equality and diversity can be monitored and over the past year the HR Department has developed new ways of doing this.  With the use of the NHS Jobs Website, ESR and the development of in-house spreadsheets, the Trust can now produce reliable equality and diversity data on the workforce, recruitment and HR cases.  This report details data on gender, age, ethnicity, religious belief, sexual orientation and disability. 
Ethnic monitoring within the HR Function
Staff in Post

13. The Trust currently asks staff for their ethnicity on the appointment form and this information is entered onto the HR system, ESR.  

14. Reports can be produced from ESR which details staff ethnicity broken down into profession, gender etc.

15. The Trust has 92% of its staff coded to known codes. 
16. A staff census is planned in 2008 in order to cleanse the data on the system and to ensure all staff data is updated.  

Reporting Requirements

17. The Trust has a specific duty under the Race Relations (Amendment) Act 2000 to publish the monitoring results each year.

Impact

18. Having monitored the data any issues that have arisen will be addressed by the implementation or revision of policies, procedures or processes, the success of which will then be reviewed by ongoing ethnic monitoring.

19. Examples of this may include changes in the recruitment process. If monitoring highlights a potential for race discrimination further training can be introduced in order to reinforce the equality legislation and to emphasise the need for robust paperwork.  High numbers of Black and Minority Ethnic staff (BME) experiencing bullying and harassment may indicate the need to introduce more Harassment Support Colleagues from BME backgrounds and also to provide additional training sessions for managers and staff.
20. The monitoring process is cyclical, as issues are highlighted and solutions implemented, the effects of these are then monitored in order to see how successful these have been in addressing the issues raised.
21. Appendix 1 & 2 detail ethnic background from 1st April 2007 to 31st March 2008 and breakdown of ethnicity with gender and staff group.

22. Appendix 3 details total cases with outcomes against each case type.
23. Appendix 4 details categories and groups as agreed by NHS Employers.
Local Population of Oxford

24. About 10% of the Oxfordshire population is made up of ethnic minority groups, higher than the national average of 6.4%.  The figure below shows the estimated population of Oxfordshire in 2006 (source Oxfordshire County Council). 
[image: image1.emf]Local Population of Oxfordshire (projection for 2006)

British White  

90%

 Indian  

1%

 Mixed  

1%

 Pakistani  

1%

 Other Asian  

0%

 Other  

1%

 Chinese  

1%

 Other White  

5%

 Other Black  

0%

 Caribbean Black  

0%


25. The percentage make-up of Religions in Oxfordshire as per the 2001 census is as follows:

	Christian
	72.52

	Buddhist
	0.3

	Hindu
	0.3

	Jewish
	0.33

	Muslim
	1.32

	Sikh
	0.63

	Other
	0.31

	No Religion
	17.46

	Not Stated
	7.79


Current Workforce Data

26. This data represents the workforce as it is at April 2008.  The data has been taken from the Electronic Staff Record, which went live in the Trust in October 2007 and represents Headcount and not Whole Time Equivalent. This data is being collected for new starters and inputted onto ESR however as this has only happened since ESR came into use in October, the data available is minimal.   

27. The data is based on a head count of 9371 staff employed and paid by the Oxford Radcliffe Hospitals NHS Trust.  This number does not include contractors, agency workers or staff on honorary contracts.  The ethnicity data is collected from staff appointment forms and inputted onto ESR when new staff commence work for the Trust.   
Gender 

28. Females represent 79% of the workforce, with 7365 employees, compared to males at 21%, 2006 employees.  This is comparable with previous years, in 2006 females were reported to represent 76.4% of the workforce.

29. The highest number of females are employed in Bands 5 and 6.  The highest number of males are employed in Band 5, (281 employees) and in Medical grade posts (781 employees).
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30. Females are most represented by the Nursing and Midwifery professional group which represents 42% of the female workforce and 33% of the total Trust workforce.  Administrative and Clerical are the second largest group of female staff.  Medical and Dental staff has the largest number of males which represent 38%, (780 heads) of the male workforce.  
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Ethnicity

31. Black and Minority ethnic groups represent 21% of the workforce and White ethnic groups make up 70% of the workforce. 
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32. White British make up 65% of the workforce.  Asian or Asian British are the second highest workforce population representing 9% (843) of the workforce.  
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33. The highest number of BME staff are in the Nursing and Midwifery professional group which represent 42% of the BME workforce and 24% of the Nursing and Midwifery Workforce.  The second highest number of BME staff are in the Medical and Dental staff group 19% (383).  White staff are most represented by Nursing and Midwifery and Administrative and Clerical staff groups.  
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Age
34. The most represented age group for staff is 31 - 35, however the ages 26 – 50 all have a fairly even distribution of staff.  The smallest groups are in the ranges 16 – 20 and 66 plus.
35. Many of the posts within the trust require professionally qualified staff.  Professional qualifications may take three to four years after full-time education and this limits the number of posts available to applicants aged 16-20.
36. There are 92 staff aged 66 plus and 38% of these are employed in band 2 posts 
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Recruitment Data
37. The data in this report is taken from the Recruitment Website ‘NHS Jobs’.  From January 2007 the Trust has advertised all grades of vacant jobs, internal and external, on the national website.  This report covers the period from 1st April 2007 to 31st March 2008.  The data refers to a sample of 20,767 application forms received during this period.
38. Where possible the current data is compared to the last figures that were available.  These figures cover the period June 2006 – November 2006.  It is a sample of 973 applications and will be referred to as ‘2006 data’.  It has not been possible to compare all the data as the information was being recorded differently and less reliably and was not available in as much detail as now.  

Gender 
39. In 2007/08 females were the largest group of applicants, representing 69% of application forms, males represented 31%.  The data for 2006 also showed that females were the largest group of applicants and represented 69% of applications submitted.

Applicants that Declare Disability

40. In 2007/08, 435 applicants disclosed a disability and this represents 2% of applications received.  The 2006 data details 6 applications disclosing a status of registered disabled, representing 0.6% of applicants.  This increase may be due to improved data collection via NHS Jobs.  Legislation on disability has also changed and we no longer ask whether someone is ‘registered disabled’ but whether they consider themselves to have a disability.

Ethnicity 

41. In 2007/08 the largest ethnic group for applications received was White British, representing 31% of applicants and the second highest was Asian or Asian British – Indian which represents 25% of applications received.  The third largest category was Black or Black British - African, which represented 14% of applicants.   This is a significant increase compared to the previous figures for 2006 which showed 52% of applicants coming from White British with the second largest category being ‘any other white background’ which represented 7% of applicants.
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Religious Belief

42. The Religious Belief category with the most applicants was Christianity which represented 60% of applicants in 2007/08.  The second highest was Hinduism and Islam both with 9%.  Religion was not reported on for the 2006 data and therefore cannot be compared.
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Age  
43. The majority of application forms received in 2007/08 were from the age range 25 - 29 and represented 26% of applicants, the second highest age range being 30 - 34 with 22%.  The smallest number of applicants were for the under 20s age range with 1% of applications received and over 55 represented 2% of applications.  The 2006 data showed age 25 – 34 being the range with the largest number of applicants and the over 55 category represented 4% of applicants. 
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Sexual Orientation

44. In 2007/08 the majority of applicants declared themselves as Heterosexual.  A large number, 16%, did not disclose their sexual orientation on their application form.
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Human Resource Case Data

45. Over the past year the HR Department has been monitoring the cases managed in accordance with Trust policy relating to performance and conduct investigations, mediation, bullying and harassment investigations, grievances and staff commencing work on probationary periods.  These have been analysed according to ethnic origin, disability, gender and age.  

46. The results show all cases that have commenced between 1st April 2007 and 31st March 2008.  These cases are inputted each week into a database by the HR Consultants. Over the period review of formal application of policy indicated there was a total of 39 performance and conduct investigations (P&C), 10 grievances (GRV), 2 mediations (MED), 6 bullying and harassment investigations (B&H) and 2 probationary periods (PP).
Ethnic Origin

47. The majority of staff subject to performance and conduct investigation were White, however 41% of the investigations were carried out on staff from the BME Group.  As BME staff represent 20% of the workforce 41% of investigations being on BME staff is disproportionate.  

48. BME staff represent the majority of bullying and harassment investigations, however as there were only six during the period it is hard to draw clear conclusions from this.
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Gender

49. Females represent 61% of those investigated under the performance and conduct procedure. The majority of bullying and harassment investigations are carried out on females, representing 83% of investigations, however there were only 6 investigations and therefore it is hard to draw conclusions from this.
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Age

50. The majority of performance and conduct investigations are carried out on staff in the age range 36 – 45.  
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Disability
51. Out of forty-five bullying and harassment and performance and conduct investigations, five of those were on staff who had declared that they considered themselves to have a disability.  The number of staff involved in the other types of HR cases is too small to gather any meaningful conclusion from.
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Conclusion

52. This report seeks to illustrate the equality and diversity of the workforce within the Oxford Radcliffe Hospitals and identifies areas that require improvement.  

53. The Trust has no available data on the Religious Belief and Sexual Orientation of its workforce however it does draw data from application forms.  
54. The data from the 2001 census in Oxfordshire shows that Black and Minority Ethnic (BME) staff represents 4.87% of the population.  Currently 21% of Trust staff are from the BME group which reflects the diversity of the workforce and far exceeds the percentage of the local BME population.  The Trust is also attracting applicants from a wide range of ethnic groups, which appears to have increased in percentage since 2006.

55. There has been an increase of 1.6% in the number of applicants declaring themselves to have a disability however the reasons for this are unknown.  
56. The number of staff employed past the age of 50 significantly decreases as the age increases.  This could be because many professional staff are able to retire at the age of 55. Changes in age legislation should uplift this figure over time by increasing the number of employees remaining within the workplace for longer.  The data also indicates a reduction in applicants as age increases.
57. The amount of BME staff who have been subject to performance and conduct investigation is disproportionate to the amount of BME staff in the workforce.  The Trust must aim to satisfy itself in understanding the nature and implications of such statistics.  Trade Union colleagues have expressed specific interest in understanding this further.  

Recommendations

The following is recommended:

58. The Trust should consider carrying out further detailed analysis of all the performance and conduct investigations carried out in 2007/08 in order to ascertain any trends and implications in respect of equality and diversity.  Ideally this analysis should be outsourced.
59. Exit questionnaires should be carried out on staff age 50 and over in order to ascertain their reasons for leaving and improve retention of this staff group.  Once this information has been obtained a strategy can be developed to look at retaining the older workforce. 

60. The Trust should look at ways of encouraging the older workforce and those that consider themselves to have a disability to apply for posts. 
61. The Trust should look at ways to improve its capture of data on disability, sexual orientation and religious belief on appointment.  This is a sensitive subject area and the Trust may need to consider alternative ways of capturing information in preference to the employee verbally informing the person completing their appointment form on their first day of work.

62. The Trust should carry out a census on all staff requesting information on disability, religion and sexual orientation in order to obtain meaningful workforce data.

Appendix 1
	Count of Employee
	 
	 

	ethn
	ethn summ
	Total

	A
	A White - British
	6101

	B
	B White - Irish
	52

	C
	C White - Any other White background
	385

	C2
	C2 White Northern Irish
	3

	C3
	C3 White Unspecified
	45

	CA
	CA White English
	6

	CL
	CL White Irish Traveller
	1

	CY
	CY White Other European
	1

	D
	D Mixed - White & Black Caribbean
	7

	E
	E Mixed - White & Black African
	17

	F
	F Mixed - White & Asian
	16

	G
	G Mixed - Any other mixed background
	18

	GB
	GB Mixed - Black & Chinese
	2

	GC
	GC Mixed - Black & White
	1

	GE
	GE Mixed - Asian & Chinese
	1

	H
	H Asian or Asian British - Indian
	345

	J
	J Asian or Asian British - Pakistani
	64

	K
	K Asian or Asian British - Bangladeshi
	13

	L
	L Asian or Asian British - Any other Asian background
	355

	LK
	LK Asian Unspecified
	1

	M
	M Black or Black British - Caribbean
	53

	N
	N Black or Black British - African
	126

	P
	P Black or Black British - Any other Black background
	27

	PC
	PC Black Nigerian
	3

	PD
	PD Black British
	1

	PE
	PE Black Unspecified
	1

	R
	R Chinese
	44

	S
	S Any Other Ethnic Group
	173

	SB
	SB Japanese
	2

	SC
	SC Filipino
	26

	SD
	SD Malaysian
	3

	SE
	SE Other Specified
	644

	Z
	Z Not Stated
	834

	Grand Total
	 
	9371

	
	
	

	Count of Employee
	 

	ethnic tag
	Total

	BME
	1943

	Not given
	834

	white
	6594

	Grand Total
	9371


Appendix 2
	Count of Employee
	Gender
	 
	 

	Staff Group
	Female
	Male
	Grand Total

	Add Prof Scientific and Technical
	203
	62
	265

	Additional Clinical Services
	955
	231
	1186

	Administrative and Clerical
	1616
	335
	1951

	Allied Health Professionals
	396
	53
	449

	Estates and Ancillary
	142
	107
	249

	Healthcare Scientists
	329
	174
	503

	Medical and Dental
	613
	780
	1393

	Nursing and Midwifery Registered
	3111
	264
	3375

	Grand Total
	7365
	2006
	9371


	Count of Employee
	ethnic tag
	 
	 
	 

	Staff Group
	BME
	Not given
	white
	Grand Total

	Add Prof Scientific and Technic
	44
	16
	205
	265

	Additional Clinical Services
	247
	94
	845
	1186

	Administrative and Clerical
	253
	216
	1482
	1951

	Allied Health Professionals
	50
	28
	371
	449

	Estates and Ancillary
	47
	14
	188
	249

	Healthcare Scientists
	95
	31
	377
	503

	Medical and Dental
	383
	176
	834
	1393

	Nursing and Midwifery Registered
	824
	259
	2292
	3375

	Grand Total
	1943
	834
	6594
	9371


Appendix 3
Performance and Conduct 

	P&C


	No further Action
	Referal to informal approach
	Formal Written Warning
	Final Formal Written Warning
	Dismissed
	Appeal
	Employment Tribunal
	No outcome recorded

	Total P&C cases for the year = 39
	2
	4
	5
	3
	8
	2
	0
	15


Grievance

	Grievance


	Informal
	Referral to informal approach
	First Stage
	Third Stage
	Appeal
	Employment Tribunal
	No further action
	No outcome recorded

	Total Grievance cases for the year = 10
	1
	2
	1
	1
	1
	1
	1
	2


Bullying & Harassment

	B&H


	Informal
	Referral to informal approach
	Final Formal Written Warning
	Other
	No outcome recorded

	Total B&H cases for the year = 6
	1
	1
	1
	1
	2


Employment Tribunal








	ET


	Dismissal of Case
	Ongoing ET

	Total ET cases for the year = 4
	1
	3


Mediation






	Mediation


	No further action

	Total mediation cases for the year = 2
	2


Probationary Period

	P.P.


	Other

	Total P.P. cases for the year = 2
	2


Appendix 4
Equality and Diversity Data
These reports are made up of the following categories and groups as agreed by NHS Employers:

Gender:

Male 

Female

Undisclosed

Disabled:

Yes

No

Undisclosed

Ethnicity:

White – British

White – Irish

White – Other

Asian or Asian British – Indian

Asian or Asian British –Pakistani

Asian or Asian British – Bangladeshi

Asian or Asian British – Any Other Asian Background

Mixed – White and Black Caribbean

Mixed -  White and Black Africa

Mixed – White and Asian

Mixed – Any other mixed Background

Black or Black British –  Caribbean

Black or Black British –  African

Black or Black British – Any other black background

Other Ethnic Group – Chinese

Other Ethnic group – Any other ethnic group

Undisclosed

Age Group:

Under 20

20 – 24

25 – 29

30 – 34

35 – 39

40 – 44

45 – 49

50 – 54

55 – 59

60 – 64

65 – 69

70+

Religious Belief:

Atheism

Buddhism

Christianity

Hinduism

Islam

Jainism

Judaism

Sikhism

Other

Undisclosed

Sexual Orientation:

Lesbian

Gay

Bisexual

Heterosexual

Undisclosed
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