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Our Vision is: 	To provide the best possible care for our patients

Our Values are:
· We put patient safety above all else 
· We aspire to excellence
· We reflect, we learn, we improve
· We respect & support each other
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Executive Summary

The Equality, Diversity and Inclusion Workforce Annual Report for 2020/2021 reviews the work Northampton General Hospital (NGH) has undertaken to promote equality, celebrate diversity create an inclusive workforce during April 2020 to March 2021.  

The COVID-19 pandemic has shifted the focus of our work dramatically since March 2020 and many of our normal day to day activities were paused to deal with the pandemic.  However throughout this time we remained conscious of the need to continue to be a diverse and inclusive employer to support our staff through this challenging time.

The NGH People Plan, was approved in March 2021.  The Plan is made up of a number of ‘People Pledges’ including a specific one on Organisation Development and Inclusion.  

Work commenced on an Equality, Diversity and Inclusion Strategy to provide a real focus on the work that the Trust needs to undertake as part of its commitment to become and inclusive employer.

Our Black, Asian and Minority Ethnic (BAME) Staff Group now called REACH (Race, Ethnicity and Cultural Heritage) have been working tirelessly during the course of the pandemic to support our staff, especially in light of some of the issues that pandemic highlighted for some ethnic groups.

On 1 July 2021 Northampton General Hospital and Kettering General Hospital formed the Northampton University Hospital Group which will enable us to work more closely together to provide our staff with a great place to work will, which in turn, enable us to meet our Mission, Vision and Values during 2021/2022 and the years ahead.
.
     [image: Eileen Doyle NGH CE 01.03.2021 (2)]                                           [image: Alan Burns2]



	Eileen Doyle	Alan Burns
	Hospital CEO 	Chairman



Introduction

Equality, Diversity and Inclusion (EDI) are key to achieving our vision of being dedicated to outstanding patient care and colleague experience by becoming a university hospital group and a leader in clinical excellence, inclusivity and collaborative healthcare. The ambition is to be regarded as the best place for patient safety, quality and experience and the best place to work. 

We are committed to the elimination of discrimination, to reducing health inequalities, promoting equality of opportunity and dignity and respect for all our patients, their families, carers and our colleagues.  We have an aspiration to ensure Equality, Diversity and Inclusion is at the heart of everything we do. 

We believe that the Equality, Diversity and Inclusion agenda is critical to building a future proof workforce that is truly reflective of the diverse communities we serve. We also believe that in building a diverse workforce, we will increase the talent pool from which we recruit and build services that are responsive to the needs of the local community. 

Further information regarding Equality, Diversity and Inclusion can be found on our website at https://www.northamptongeneral.nhs.uk/About/Equality-and-diversity-information/Equality-Diversity-Inclusion.aspx

[image: ]A summary of some of our achievements during 2020/2021 can be found on the next page.


















2020/2021 Summary

Strategy
Development commenced of a focused Equality, Diversity and Inclusion Strategy
Rainbow Badges
Over 1,100 staff have now signed up and made a pledge









Health & Wellbeing
Significantly increasing our health & wellbeing, psychology and peer support to staff during the pandemic
Staff Network Groups
Lots of exciting initiatives and activities undertaken by our REACH Staff Network Group








Workforce Race Equality Standard (WRES)
[bookmark: _GoBack]Data collection undertaken and analysed for action planning on areas for improvement
Workforce Disability Equality Standard (WDES)
Data collection undertaken and analysed for action planning on areas for improvement









Equality & Diversity Steering Group
Complete review of the group to better support our Staff Network Groups 
Support for Parenting Leave
200+ members of staff supported during the pandemic to commence parenting leave












Our Population

Northampton General Hospital NHS Trust provides general acute services for a population of 380,000 and hyper-acute stroke, vascular and renal services to people living throughout whole of Northamptonshire, a population of 692,000.  The Trust is also an accredited cancer centre and provides cancer services to a wider population of 880,000 who live in Northamptonshire and parts of Buckinghamshire.

The principal activity of the Trust is the provision of free healthcare to eligible patients.  We are a hospital that provides the full range of outpatients, diagnostics, inpatient and day case elective and emergency care and also a growing range of specialist treatments that distinguishes our services from many district general hospitals.  We also provide a very small amount of healthcare to private patients.

Northampton Population (2011 Census)

	Age Group
	Ethnic Group
	Marital Status
	Religion
	Sex

	0-17
22.8%
	White	 
84.5%
	Single
37.2%
	Christian 56.6%
	Male 
49.5%

	18-24
9.9%
	Mixed
3.2%
	Married
43.5%
	Buddhist 
0.4%
	Female
50.5%

	25-29 
8.0%
	Asian
6.5%
	Civil Partnership 0.2%
	Hindu
1.6%
	

	30-44  
22.2%
	Black
5.1%
	Separated
3.5%
	Jewish
0.1%
	

	45-59 
18.4%
	Other
0.7%
	Divorced
9.5%
	Muslim
4.2%
	

	60-64 
5.5%
	
	Widowed
6.1%
	Sikh
0.5%
	

	65-74
7.0%
	
	
	Other
0.5%
	

	75-84
4.4%
	
	
	No religion 29.4%
	

	85+
1.9%
	
	
	Not stated 6.7%
	



















Our People

The Trust employs 5269.72 whole time equivalent (wte) members of staff, with a headcount of 5973 people, (as at 31 March 2021).

[image: ]



The breakdown of our staff, by the protected characteristics that data is recorded for, is detailed on the graphs below.
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Our Activities 

Rainbow Badges

[image: ]Following on from the successful launch of the NHS Rainbow Badge initiative, in 2019, we have continued to promote the badges to staff and now over 1,100 staff have signed up and made a pledge to be a listening ear to those that need it. 





The Rainbow Badge initiative gives our staff a way to show that we and our organisation is open, non-judgemental and inclusive for patients, their families and our staff, who identify as LGBTQ+ (lesbian, gay, bisexual, transgender, the + simply means that we are inclusive of all identities, regardless of how people define themselves.)  

By choosing to wear the Badge, staff are sending a message that “you can talk to me”. They aren’t expected to have the answers to all issues and concerns but they are a friendly ear, and will know how to signpost to the support available. Staff who chose to wear a badge don’t have to identify as LGBTQ+ they just have to be willing to listen.

Simple visible symbols, such as the Rainbow Badge, can make a big difference for those unsure of both themselves, and of the reception they will receive if they disclose their sexuality and/or gender identity.

[image: NGH Pin Badge 2]
Staff Network Groups

REACH Group

[image: ]

The Network was established in mid-2019 and has been gradually growing in size and influence since then. The active network consists of nearly 300 members from all over the organization and has recently changed its name to the REACH (Race, Ethnicity and Cultural Heritage Network). 
 
The group has a Chair, Vice Chair and 6 Co-Chairs with protected time to complete their work in ensuring the improvement in the working lives of staff. We have close links with the BAME Clinical Fellow, international doctors and nurses and the EU Brexit staff network.   
 
The overall aims of the REACH group is to:

· To promote positive working experiences for staff
· Provide a safe platform to express views
· To feedback to the Trust on issues that affect those staff
· To feedback on strategic issues and initiatives
· To promote access to opportunities for training and development for staff
· To empower our staff through information and education
 
The WRES data and our staff survey results for staff have slightly improved but still remain low compared to national data and this only spurs the group on, to continue this work and push forward. 


We look forward to the Group Equality, Diversity and Inclusion (EDI) Strategy which will not only co-ordinate EDI activities across the group but also allow for the delivery of the groups work to truly feed into the strategy for EDI development moving forwards.

We consult our network to gain ideas and gather feedback on our initiatives and we have had many successes and challenges getting our work.  Our successes so far include:

· Our reverse mentoring programme has been well received and this has been taken up by 7 staff and 7 Executives, each cohort being on a 12 month programme
· The dissemination of unconscious bias training for staff across the Trust, with programmes run by BAME Clinical Fellow, Organisational Development and the Head of EDI
· EDI representatives sitting on interview panels for staff members at band 7 and above
· The growth of our social media pages and influence nationally has been incredible. We have been able use this platform to share national news, expand our network and celebrate cultural events. 
· The development of our aspirational leaders podcast series where we interview highly influential leaders nationally. 
· Training of Freedom to Speak Up Values Ambassadors
· Protected time for the Chair and Co-Chairs of all Staff Network Groups, to complete their work
· Clear links with Organisational Development, Human Resources, Supporting our Staff Team (SoS) and Communications to help share and develop our work collaboratively. 
· Increasing access to training for REACH staff via Organisational Development and Training and Development

[image: EITJrQGWkAsiDuC]

Our ongoing work includes:

· Working with the Organisational Development Lead for EDI to develop the action plan for the strategy
· Embedding all of these changes into policy and procedure so they are long lasting initiatives for the trust moving forwards
· The increase in our active membership so we have representation from all staff groups
· Dissemination of the changes to the Recruitment Policy that allow for values-based feedback for staff, online facilities for interviewees to feedback on their interview process. 
· Developing bespoke health and wellbeing initiatives for staff
· Developing staff workshops that specifically deal with the issues of bullying, harassment and discrimination 
· Bringing allyship training alongside the unconscious bias training and a train the trainer model for this so this type of training is sustainable 
· The development of our Black History Month event. 
· Collaborating with the KGH REACH Network
· The dissemination of interview skills training for international staff

Moving forwards, we hope to build a network that is sustainable and influential to the organisation. 


Other Staff Network Groups

We are continuing to develop our other network groups and have been working with staff to set up a disability staff network group and a LGBTQ+ (lesbian, gay, bisexual, transgender, queer/questioning +) group as well.
[image: ]

Support for Staff becoming a Parent

During 2020/2021 we continued to provide support for staff becoming a parent to ensure that they are aware of their rights and entitlements.  In addition to our Maternity, Paternity, Adoption and Shared Parental Leave Procedure we have a dedicated member of staff who can provide support and advice to individuals, who are applying for these types of leave, and their managers.

This year we ran virtual workshop for staff who were pregnant to provide additional support and information.  For other parenting leave such as adoption or shared parental leave individuals are seen on a virtual one to one basis.

During the 12 month period that this report covers:

· 160 members of staff commenced maternity leave
· 37 members of staff commenced paternity leave
· 2 members of staff commenced adoption leave
· 2 members of staff commenced shared parental leave.

We have continued to promote breastfeeding at work to our staff through our maternity workshops that have been running virtually during the pandemic.
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Support for Our Retiring Staff

The pandemic has paused the pre-retirement seminars for staff, who are considering retiring within one to four years’ time, however it is hoped that these will resume in due course.

With approximately 17% of our workforce being over the age of 55 these seminars prove useful for many of our staff as they help staff to prepare and plan for their retirement and covers aims and concerns, financial matters, inflation, taxation, investments, wills and equity release.  

In addition, staff can also join the NHS Retirement Fellowship, which is a social, leisure, educational and welfare organisation for current and retired NHS and Social Care staff and their partners.


Equality & Diversity Group – Workforce

Our Equality and Diversity Staff Group (EDSG) met as often as possible during 2020/2021 and during this time undertook a review of the Terms of Reference for the group.

As a result the purpose and aims of the group was also reviewed and updated to.  The purpose of the group is to now recognise that in order for staff in the Trust to reach their full potential, there must be no fear of discrimination or prejudice and a belief that career opportunities or experience of work is not determined by the belonging to any protected group (e.g. age, gender, disability, race, sexual orientation, religion, etc.).

In addition to empower staff from all protected groups to achieve their full potential via the NGH staff networks, working with the Executive Team and other senior managers, through creating a positive and supportive working environment that enables everyone to thrive and realise their maximum career potential and work-life balance.

The group will now meet more frequently and this will be a forum to support and encourage all the staff networks to develop, grow and perform to their best level through sharing of knowledge, skills and capacity.  In addition to developing and delivering activities that create a positive and supportive working environment to staff from different protected groups, which will enable them to achieve their maximum career goals and work-life balance.

[image: ]


Workforce Race Equality Standard (WRES) 

We undertook the data analysis exercise for the National Workforce Race Equality Standard (WRES) in 2020 and compared these results to those of 2019 to establish if there had been improvements or deteriorations in the experiences or the treatment of BME staff when compared to our White staff. 

We showed improvement in: 

· The number of BME staff we employee 
· The total number of BME staff at a very senior manager level
· The likelihood of BME applicants being shortlisted when compared to White applicants. 

Deteriorations were seen in: 

· The likelihood of BME staff entering the formal disciplinary process
· The likelihood of BME staff accessing non-mandatory training/Continuous Professional Development when compared to White Staff
· BME staff believing career progression/promotion is fair when compared to White staff 
· BME staff experiencing discrimination form managers / team leaders / colleagues
· The percentage difference between our Board voting membership and our overall BME workforce. 

Two areas were unchanged from 2019, namely:

· BME staff experiencing bullying, harassment or abuse from other colleagues in the last 12 months
· BME staff experiencing bullying, harassment or abuse from patients, relatives or the public. 

We acknowledge there is still work to do to improve the experiences and treatment of our BME workforce and we will be working with our REACH Staff Network Group to address the issues highlighted. 

The National WRES Report was released in January 2021 and when comparing our results to the national results we better than the national findings in 3 areas:

· The number of BME staff we employee
· The likelihood of BME staff accessing non-mandatory training/Continuous Professional Development when compared to White Staff
· The likelihood of BME staff entering the formal disciplinary process.

 We were worse than the national findings in the remaining areas:

· The total number of BME staff at a very senior manager level
· The likelihood of BME applicants being shortlisted when compared to White applicants. 
· BME staff believing career progression/promotion is fair when compared to White staff* 
· BME staff experiencing discrimination form managers / team leaders / colleagues*
· BME staff experiencing bullying, harassment or abuse from other colleagues in the last 12 months*
· BME staff experiencing bullying, harassment or abuse from patients, relatives or the public
· The percentage difference between our Board voting membership and our overall BME workforce. 

* Cited in the national WRES report as being an organisation least well performing against this indicator

Our WRES report can be accessed via our website. 
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Workforce Disability Equality Standard (WDES)

We undertook the data analysis exercise for the National Workforce Disability 
Equality Standard (WDES) in 2020 and compared these results to those of 2019 to establish if there had been improvements or deteriorations in the experiences or the treatment of disabled staff when compared to our non-disabled staff. 

We showed improvement in: 

· The number of disabled staff we employ
· The likelihood of disabled applicants being shortlisted
· Disabled staff experiencing bullying, harassment or abuse from managers in the last 12 months
· Disabled staff experiencing bullying, harassment or abuse from other colleagues in the last 12 months
· Disabled staff or their colleagues reporting bullying, harassment or abuse
· Disabled staff believing career progression/promotion is fair
· Disabled staff saying that they have felt pressure from their manager to come to work, despite not feeling well enough to perform their duties
· Disabled staff saying that their employer has made adequate adjustments to enable them to carry out their work
Deteriorations were seen in: 

· Disabled staff experiencing bullying, harassment or abuse from patients, relatives or the public. 
· Disabled staff compared to non-disabled staff saying that they are satisfied with the extent to which their organisation values their work. 
· Staff Engagement score for disabled staff compared to non-disabled staff and the overall engagement score for the organisation 

Two areas were unchanged from 2019, namely:

· The total number of disabled staff at a very senior manager level
· The likelihood of disabled staff entering the formal capability process, when compared to non-disabled staff

We will be working with our Disabled Staff Network Group to address the issues highlighted, so that we can improve the experience of our disabled staff whilst at work.

Our WDES report can be accessed via our website. 


Gender Pay Gap Reporting

As per the Gender Pay Gap Information Regulations 2017 we compiled and analysed our data and submitted it to the Government in February 2021, as part of the requirements under the Regulations. Although we are not legally required to produce a written report, it was agreed this should be done to give context to the data and this was also published on our website. 

There has been an improvement in the gap since 2019.  Resulting in female employees earning 88p for every £1 that a male employee earns, compared to 87p in 2019.

Mean Hourly Rates, the difference and percentage pay gap, from 2019 to 2020
	
	Mean Hourly Rate 2019
	Mean Hourly Rate 2020
	Mean Hourly Rate 2019/20 Variation

	Male
	£23.43
	£22.79
	-£0.64%

	Female
	£16.37
	£16.42
	+£0.05%

	Difference
	£7.06
	£6.37
	-£0.69

	Pay Gap
	30.1%
	27.9%
	-2.2%








Median Hourly Rates, the difference and percentage pay gap, from 2019 to 2020
	
	Median Hourly Rate 2019
	Median Hourly Rate 2020
	Median Hourly Rate 2019/20 Variation

	Male
	£16.66
	£16.23
	-£0.43

	Female
	£14.44
	£14.37
	-£0.07

	Difference
	£2.22
	£1.86
	-£0.36

	Pay Gap
	13.3%
	11.5%
	-1.8%



We recognise that there is a difference in the average pay of our male and female staff that needs to be addressed, which includes a greater female representation in our senior clinical roles. 

Our Gender Pay Gap report can be accessed via our website.
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Staff Survey 2020 Equality & Diversity Results

The demographics of our workforce who responded to the staff survey were broadly similar to our overall workforce with the exception of disabled staff where 23% of the respondents indicated they had a disability compared to the 3% of the workforce recorded on our systems. 

For the overall ‘theme’ of Equality, Diversity and Inclusion we scored 8.9 out of 10, which was a small improvement of 0.1 since the 2019 survey. We are below the national average of 9.1. 

Underpinning this theme there are 4 questions from the Staff Survey that contribute to the overall ‘theme’ result: 

Question 14 – Does your organisation act fairly with regard to career progression/promotion, regardless of ethnic background, gender, religion, sexual orientation, disability or age? 
There has been an improvement of 1.3% since 2019 but we are worse than the national average by 2.7%. The national average has declined by 0.1% since the 2019 survey. 

Question 15a – In the last 12 months have you personally experienced discrimination at work from patients/service users, their relatives or other members of the public? 
There has been an improvement of 1.8% since 2019 but we are worse than the national average by 1.6%. The national average has deteriorated by 0.2% since the 2019 survey. 

Question 15b –In the last 12 months have you personally experienced discrimination at work from managers/team leaders or other colleagues? 
There has been a deterioration of 0.3% since 2019 and we are worse than the national average by 2.8%. The national average has deteriorated by 0.6% since the 2019 survey. 

Question 28b – Has your employer made adequate adjustments to enable you to carry out your work? 
There has been an improvement of 0.3% since 2019 and we are better than the national average by 2.8%. The national average has improved by 2.1% since the 2019 survey. 

The survey has highlighted some areas of concern and we will be working with our colleagues, trades unions and networks to understand the specific issues behind the results so that we can work together to create an inclusive environment where all colleagues are respected and valued. 


Disability Confident Scheme Certification

We continue to be certified as a Disability Confident Employer (formally Positive about Disabled People ‘Two Ticks’ Scheme) and as a result of this we commit to: 

· Get the right people for our organisation - which includes providing fully inclusive and accessible recruitment processes, offering interviews to disabled people who meet the minimum criteria for the job and making reasonable adjustments as required.

· Keep and develop our staff - which includes supporting our staff to manage their disabilities or health conditions.

Along with ensuring that our recruitment processes are accessible and fair, we also encouraged our existing staff, who have a disability, to make us aware so that we could meet with them and discuss what support could be provided, if required.  Knowing which of our staff have a disability also enables us to record the number of disabled staff that we have and the nature of their disability, in line with the Data Protection Act.

It is our ultimate goal is to attain the next level of certification, which is a Disability Confident Leader.
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Faith and Belief

As one of the largest employers in Northampton our staff have many different religious beliefs, some of which have specific festival periods or Holy Days throughout the year. 

Although there is no right that guarantees staff time off to attend religious services, we do recognise that it is good practice to accommodate requests where possible.  To support with this we have been making our managers aware of key dates for religious observance and providing them with information to help them better understand the needs of our staff in relation to their religion or beliefs.  

[image: ]The hospital has two chaplains and a team of 12 volunteer pastoral visitors.  The chaplains regularly visit the wards and are always happy to offer support or a ‘listening ear’.  Hospital Chaplains have a duty of care not only for the patients, but also the whole hospital community, including staff, visitors and friends.

A Hospital Chaplain is always available to support people in their religious and spiritual journey.   The Chapel is always open and can offer a refuge and      sanctuary for prayer, reflection and meditation for staff, patients and visitors.

Supporting the Psychological and Physical Health and Wellbeing of Staff

The COVID 19 pandemic has placed many NHS staff under extreme pressure and brought with it many swift and challenging changes to our staff working lives at NGH. Both clinical and non-clinical staff have experienced rapid changes in their working environments; including their role and everyday work over many weeks and months.

With this in mind, over the past 12 months we have focussed on ensuring staff are supported to work in a psychological and physically safe environment, and to build their resilience in to challenging working conditions in terms of being engaged, valued and supported.

Nutrition and Hydration Week 16 – 20 March 2020
In partnership with Northamptonshire Health Charity, a Trustwide staff giveaway event was held to coincide with Nutrition and Hydration Week.  This event was to highlight the importance of taking a break and staying hydrated and the health benefits this brings. 6,500 water bottles were distributed across the hospital to all staff and was the first event of this kind.
[image: ]

[image: ]Flower distribution
Over a thousand bunches of flowers were received from Lidl. These were distributed to staff working over the weekend for Mother’s Day 2020.











Boost boxes 
‘Salute the NHS’ provided staff at NGH with over 1,200 food boxes which were distributed to wards and some non-clinical areas daily.  Boxes contained nutritious fresh meals, snacks and drinks for staff to share with their teams.  Special grab and go lunch packs were delivered for the community midwifery team based at the Northampton Saints rugby ground.
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[image: ]Kindness Boxes
Over 400 donation offers have been received by the trust throughout the COVID-19 pandemic. Mass distribution to all wards and departments was carried out with boxes being filled with a variety of goods; chocolates, crisps, drinks, personal care items and much more – enough for three tranches of deliveries (408 boxes in total).



[image: \\Intranet.ngh.nhs.uk\Users\UserData\UserData-A-D\dunkleya\My Documents\My Pictures\Pepsi\Pepsi\IMG_0629.JPG]Britvic Pepsico Staff Giveaway
On 7 August and 24 August 2020 there was a Trustwide distribution of 13,000 bottles of Pepsi, sugar free Fanta and sugar free 7 Up by the Executive Team over two dates during the Summer.









[image: ]British Airways Avios Points Prize Draw
In October 2020 the launch and co-ordination of Trust wide British Airways Avios points prize draw for 18 members of staff as part of the NGH Big Thank You.












[image: ]World Kindness Day
On 13 November 2020 the launch and co-ordination of NGH Big Thank You Trust wide staff prize draw - 70 prizes sourced and distributed including a week’s holiday in France, Indian head massage vouchers, Experience Days, gift sets, chocolates and much more!







Free Staff Hot Evening Meals
Free hot meals for staff working evenings were provided. 500 meals per day were produced by in-house chefs and ran until the end of March 2021.
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Christmas Jumper Day[Type a quote from the document or the summary of an interesting point. You can position the text box anywhere in the document. Use the Drawing Tools tab to change the formatting of the pull quote text box.]
[Type a quote from the document or the summary of an interesting point. You can position the text box anywhere in the document. Use the Drawing Tools tab to change the formatting of the pull quote text box.]

On 11th December 2020, our Executive Team were sprinkling some Christmas magic on Christmas Jumper Day by giving staff treats on their way in to work and at the end of night shifts.





[image: ]NGH Big Thank You
In December 2020, to thank staff for their hard work and dedication throughout the pandemic, a week long Trust wide distribution of the below items from the Chief Executive and Executive Team was co-ordinated: 
· 6,500 insulated cups
· 6,500 rainbow pin badges and thank you cards from Chief Executive
· 6,500 gluten free, vegan friendly and nut free flapjacks
· 6,500 lanyards
· Christmas cards from the Executive Team
· Promotion of free hot drink and mince pie

[image: ]Blue Monday Prize Draw
18 January 2021, is Blue Monday, which is traditionally regarded as the ‘most depressing day of the year’ mainly because days are short, nights are long, bills are starting to arrive after Christmas and payday is a long way off. We held a free staff prize draw where 10 members of Team NGH won a £50 Amazon voucher each, as part of the NGH Big Thank You.

Monthly Birthday Prize Draws
Monthly birthday prize draws were launched in January as part of the NGH Big Thank You. All those celebrating a birthday during each month are entered into the prize draw to win a Smart Box Time Together gift experience for two.
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Valentine’s Day Prize Draw and Giveaway
An Executive Team giveaway of chocolate hearts in organza bags, hand sanitisers and Avon products. 5 x staff prize draws to win a gourmet meal gift experience for two people.

[image: ]

Staff Support
During this challenging year with 2 COVID-19 waves, the significant re-organisation and upheaval of clinical services and large redeployment of staff there was a real pressing need for all staff to feel supported, listened to and have access to professional psychology and peer support services.  Staff from various cultural, ethnic and diverse backgrounds at NGH were supported proactively through the awareness of staff groups that were vulnerable to the severe impact of COVID (e.g. BAME staff) and at risk of isolation from their support network/ culture such as staff that had been recruited from overseas countries pre-and during the COVID crisis and shielding staff. 

Staff particularly from Africa, the Philippines and India have faced the challenges of being separated from family, friends, children and their culture and adapting at a time of intense pressure to a new working environment, country and healthcare system. Many staff have proactively been referred into the Staff support Psychology Service and the SoS (Supporting our Staff) Peer Support Service as a result.  On a more strategic level there has been direct liaison with overseas staff network leads to ensure that they receive information and support to advise their network and staff about services available to them at NGH.  The recent Indian COVID peak (April/May 2021) highlighted many staff that are psychologically distressed and are finding it difficult to communicate with family at home, worried about them and how to support from afar. These staff members have been given national support though DH services and NGH Psychology and SoS Services have highlighted these needs through contact with these staff through various post second wave staff-team recovery/care space sessions.  Connecting further with these networks and groups is imperative to providing further outreach support for these staff members.

Psychology Service
A dedicated full time Staff support Psychology Service was developed in May 2020 to meet the emotional needs of staff across NGH.  Staff can be referred through the SoS (Supporting our Staff) Team, direct self-referral, Occupational Health and management referrals.  Over the year there have been 106 staff referrals for psychological assessment and therapeutic sessions.  There were also 187 staff support (SoS) service practitioner case discussions with Psychology. Within the staff psychology service referral population there is a diverse ethnic/cultural representation covering a range of ethnic and cultural staff backgrounds e.g. Asian (Indian, Pakistani, Chinese, Pilipino), Asian British, Black and White African, Arab, Black Caribbean and White British and White Other backgrounds (e.g. Romanian, Russian, French, German).  Themes of psychological distress that have featured for overseas staff and staff from other cultures has focused around being isolated from family and friends, feeling helpless to support and care for families that have had COVID-19 or died whilst they have been working in the UK and being unable to live their traditions or cultural expressions of grief or distress.  Going forward in the next year, the connections with the REACH (formerly BAME) network, Overseas Staff networks, the Disability Network and the Psychology Service will be important to ensure that proactive support and service provision can be planned for and delivered in a timely way across all staff populations and for individuals with unique support needs.

SoS (Supporting our Staff) Service
The SoS Service is a peer support service for all staff and volunteers at NGH. Upon contact with the SoS service, individuals are matched with an appropriate SoS practitioner. When matching, protected characteristics, incident specifics and personal preferences are taken into account wherever possible. During 2020 the SoS team significantly expanded in response to the COVID pandemic. At this time care was taken to train a diverse set of individuals to enable us to represent the diversity in our workforce. In 2021 SoS leads and practitioners are undertaking additional training in unconscious bias & building cultural bridges.














Our Workforce Data

As at 31 March 2021 the Trust employed 5973 members of staff, which was a whole time equivalent of 5269.72 people.

By Staff Group breakdown is as follows:

	Staff Group 
(as at 31/3/21)
	Headcount
	%

	Nursing and Midwifery Registered
	1795
	30.05

	Administrative and Clerical
	1242
	20.79

	Additional Clinical Services
	1106
	18.52

	Medical and Dental
	638
	10.68

	Estates and Ancillary
	586
	9.81

	Allied Health Professionals
	274
	4.59

	Add Prof Scientific and Technic
	169
	2.83

	Healthcare Scientists
	134
	2.24

	Students
	29
	0.49

	Total
	5457
	100%


 





	Age



Age - Trust Profile

The overall age profile for the Trust is shown in the table below:

	Age Profile 
(as at 31/3/21)
	Headcount
	%

	0-20
	117
	1.96

	21-25
	386
	6.46

	26-30
	929
	15.55

	30-35
	854
	14.30

	36-40
	687
	11.50

	41-45
	664
	11.12

	46-50
	690
	11.55

	51-55
	639
	10.70

	56-60
	584
	9.78

	61-65
	341
	5.71

	66-70
	58
	0.97

	71 & Over
	24
	0.40

	Total
	5973
	100%



The highest percentage of staff employed by the Trust are in the age ranges of 26-30 and 30-35.  The lowest percentage of staff employed are in the age ranges of 71 and over and 66-70.






Age by Pay Band

	Band
	Age Group
	Total
	%
	All Staff %

	Bands 4 and Below
	Under 20
	117
	4.55
	1.96%

	
	21-25
	218
	8.48
	6.46%

	
	26-30
	313
	12.18
	15.55%

	
	31-35
	277
	10.78
	14.30%

	
	36-40
	282
	10.97
	11.50%

	
	41-45
	244
	9.49
	11.12%

	
	46-50
	267
	10.39
	11.55%

	
	51-55
	308
	11.98
	10.70%

	
	56-60
	297
	11.56
	9.78%

	
	Over 61
	247
	9.62
	7.08%

	
	Total
	2570
	100%
	 

	Bands 5-7
	Under 20
	0
	n/a
	1.96%

	
	21-25
	142
	5.66
	6.46%

	
	26-30
	466
	18.57
	15.55%

	
	31-35
	442
	17.62
	14.30%

	
	36-40
	301
	12.00
	11.50%

	
	41-45
	307
	12.23
	11.12%

	
	46-50
	289
	11.52
	11.55%

	
	51-55
	225
	8.97
	10.70%

	
	56-60
	206
	8.21
	9.78%

	
	Over 61
	131
	5.22
	7.08%

	
	Total
	2509
	100%
	 

	Band 8 and Above including VSM
	Under 20
	0
	n/a
	1.96%

	
	21-25
	0
	n/a
	6.46%

	
	26-30
	8
	3.10
	15.55%

	
	31-35
	15
	5.81
	14.30%

	
	36-40
	32
	12.40
	11.50%

	
	41-45
	42
	16.28
	11.12%

	
	46-50
	57
	22.10
	11.55%

	
	51-55
	46
	17.83
	10.70%

	
	56-60
	42
	16.28
	9.78%

	
	Over 61
	16
	6.20
	7.08%

	
	Total 
	258
	100%
	 

	Medical & Dental
	Under 20
	0
	n/a
	1.96%

	
	21-25
	26
	4.09
	6.46%

	
	26-30
	142
	22.33
	15.55%

	
	31-35
	120
	18.87
	14.30%

	
	36-40
	72
	11.32
	11.50%

	
	41-45
	71
	11.16
	11.12%

	
	46-50
	77
	12.11
	11.55%

	
	51-55
	60
	9.43
	10.70%

	
	56-60
	39
	6.13
	9.78%

	
	Over 61
	29
	4.56
	7.08%

	
	Total
	636
	100%
	 




Age by New Starters

Between 1 April 2020 and 31 March 2021 there were 1077 new starters at the Trust, which represents 18.03% of the workforce.

	Age Profile of New Starters 
(as at 31/3/21)
	Headcount
	%

	0-20
	90
	8.36

	21-25
	177
	16.43

	26-30
	292
	27.11

	30-35
	175
	16.25

	36-40
	101
	9.38

	41-45
	66
	6.13

	46-50
	65
	6.03

	51-55
	58
	5.38

	56-60
	38
	3.53

	61-65
	13
	1.21

	66-70
	2
	0.19

	Total
	1077
	100%












Age by Leavers

Between 1 April 2020 and 31 March 2021 there were 640 leavers from the Trust, which represents 10.71% of the workforce.

	Age Profile of Leavers 
(as at 31/3/21)
	Headcount
	%

	0-20
	26
	4.06

	21-25
	71
	11.09

	26-30
	134
	20.95

	30-35
	93
	14.53

	36-40
	62
	9.69

	41-45
	40
	6.25

	46-50
	34
	5.31

	51-55
	36
	5.63

	56-60
	66
	10.31

	61-65
	50
	7.81

	66-70
	23
	3.59

	71 & Over
	5
	0.78

	Total
	640
	100%











	Disability



Disability - Trust Profile

The overall disability profile for the Trust is shown in the table below:

	Disability Profile 
(as at 31/3/21)
	Headcount
	%

	No
	4842
	81.07

	Unspecified
	571
	9.56

	Yes
	276
	4.62

	Not Declared
	273
	4.57

	Prefer Not to Answer
	11
	0.18

	Total
	5973
	100%



The highest percentage of staff employed by the Trust have declared they do not have a disability.  The lowest percentage of staff employed have indicated they would prefer not to answer or have not declared if they have a disability.
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Disability by Pay Band

	Band
	Disability
	Total
	%
	All Staff %

	Bands 4 and Below
	No
	2114
	82.26
	81.07%

	
	Not Declared
	77
	2.99
	4.57%

	
	Prefer Not to Answer
	2
	0.08
	0.18%

	
	Unspecified
	245
	9.53
	9.56%

	
	Yes
	132
	5.14
	4.62%

	
	Total
	2570
	100%
	 

	Bands 5-7
	No
	2045
	81.51
	81.07%

	
	Not Declared
	111
	4.42
	4.57%

	
	Prefer Not to Answer
	6
	0.24
	0.18%

	
	Unspecified
	228
	9.09
	9.56%

	
	Yes
	119
	4.74
	4.62%

	
	Total
	2509
	100%
	 

	Band 8 and Above including VSM
	No
	205
	79.47
	81.07%

	
	Not Declared
	10
	3.87
	4.57%

	
	Prefer Not to Answer
	0
	n/a
	0.18%

	
	Unspecified
	33
	12.79
	9.56%

	
	Yes
	10
	3.87
	4.62%

	
	Total 
	258
	100%
	 

	Medical & Dental
	No
	478
	75.16
	81.07%

	
	Not Declared
	75
	11.79
	4.57%

	
	Prefer Not to Answer
	3
	0.47
	0.18%

	
	Unspecified
	65
	10.22
	9.56%

	
	Yes
	15
	2.36
	4.62%

	
	Total
	636
	100%
	 














Disability by New Starters

Between 1 April 2020 and 31 March 2021 there were 1077 new starters at the Trust, which represents 18.03% of the workforce.

	Disability Profile of New Starters 
(as at 31/3/21)
	Headcount
	%

	No
	968
	89.88

	Not Declared
	25
	2.32

	Prefer Not to Answer
	3
	0.28

	Unspecified
	38
	3.53

	Yes
	43
	3.99

	Total
	1077
	100%



















Disability by Leavers

Between 1 April 2020 and 31 March 2021 there were 640 leavers from the Trust, which represents 10.71% of the workforce.

	Disability Profile of Leavers 
(as at 31/3/21)
	Headcount
	%

	No
	488
	76.25

	Not Declared
	63
	9.84

	Prefer Not to Answer
	1
	0.16

	Unspecified
	57
	8.91

	Yes
	31
	4.84

	Total
	640
	100%



















	Ethnicity



Ethnicity - Trust Profile

The overall ethnicity profile for the Trust is shown in the table below:

	Ethnicity Profile 
(as at 31/3/21)
	Headcount
	%

	White
	4159
	69.63

	Asian
	943
	15.79

	Black
	424
	7.10

	Other
	177
	2.96

	Not Stated / Specified
	157
	2.63

	Mixed
	113
	1.89

	Total
	5973
	100%



The highest percentage of staff employed by the Trust are White and Asian.  The lowest percentage of staff employed are Mixed or Have Not Stated/Specified.
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Ethnicity by Pay Band

	Band
	Ethnicity
	Total
	%
	All Staff %

	Bands 4 and Below
	White
	2091
	81.37
	69.63%

	
	Mixed
	52
	2.02
	1.89%

	
	Asian
	164
	6.38
	15.79%

	
	Black
	175
	6.81
	7.10%

	
	Other
	42
	1.63
	2.96%

	
	Not Stated / Specified
	46
	1.79
	2.63%

	
	Total
	2570
	100%
	 

	Bands 5-7
	White
	1625
	64.77
	69.63%

	
	Mixed
	36
	1.43
	1.89%

	
	Asian
	494
	19.69
	15.79%

	
	Black
	208
	8.29
	7.10%

	
	Other
	82
	3.27
	2.96%

	
	Not Stated / Specified
	64
	2.55
	2.63%

	
	Total
	2509
	100%
	 

	Band 8 and Above including VSM
	White
	221
	85.66
	69.63%

	
	Mixed
	4
	1.55
	1.89%

	
	Asian
	15
	5.81
	15.79%

	
	Black
	9
	3.49
	7.10%

	
	Other
	5
	1.94
	2.96%

	
	Not Stated / Specified
	4
	1.55
	2.63%

	
	Total 
	258
	100%
	 

	Medical & Dental
	White
	222
	34.91
	69.63%

	
	Mixed
	21
	3.30
	1.89%

	
	Asian
	270
	42.45
	15.79%

	
	Black
	32
	5.03
	7.10%

	
	Other
	48
	7.55
	2.96%

	
	Not Stated / Specified
	43
	6.76
	2.63%

	
	Total
	636
	100%
	 










Ethnicity by New Starters

Between 1 April 2020 and 31 March 2021 there were 1077 new starters at the Trust, which represents 18.03% of the workforce.

	Ethnicity Profile of New Starters 
(as at 31/3/21)
	Headcount
	%

	White
	547
	50.78

	Asian
	248
	23.03

	Black
	118
	10.96

	Mixed
	36
	3.34

	Other
	94
	8.73

	Not Stated / Specified
	34
	3.16

	Total
	1077
	100%


















Ethnicity by Leavers

Between 1 April 2020 and 31 March 2021 there were 640 leavers from the Trust, which represents 10.71% of the workforce.

	Ethnicity Profile of Leavers 
(as at 31/3/21)
	Headcount
	%

	White
	363
	56.72

	Asian
	106
	16.56

	Black
	64
	10.00

	Mixed
	22
	3.44

	Other
	20
	3.12

	Not Stated / Specified
	65
	10.16

	Total
	640
	100%

















	Marital Status



Marital Status - Trust Profile

The overall marital status profile for the Trust is shown in the table below:

	Marital Status Profile
(as at 31/3/21)
	Headcount
	%

	Married
	2984
	49.97

	Single
	2227
	37.28

	Divorced
	369
	6.18

	Unknown
	228
	3.82

	Civil Partnership
	63
	1.05

	Legally Separated
	51
	0.85

	Widowed
	51
	0.85

	Total
	5973
	100%



The highest percentage of staff employed by the Trust are married or single.  The lowest percentage of staff employed are widowed or legally separated.
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Marital Status by Pay Band

	Band
	Marital Status
	Total
	%
	All Staff %

	Bands 4 and Below
	Civil Partnership
	42
	1.63
	1.05%

	
	Divorced
	205
	7.98
	6.18%

	
	Legally Separated
	39
	1.52
	0.85%

	
	Married
	1117
	43.45
	49.97%

	
	Single
	1060
	41.25
	37.28%

	
	Unknown
	75
	2.92
	3.82%

	
	Widowed
	32
	1.25
	0.85%

	
	Total
	2570
	100%
	 

	Bands 5-7
	Civil Partnership
	17
	0.68
	1.05%

	
	Divorced
	132
	5.26
	6.18%

	
	Legally Separated
	10
	0.40
	0.85%

	
	Married
	1345
	53.60
	49.97%

	
	Single
	921
	36.71
	37.28%

	
	Unknown
	68
	2.71
	3.82%

	
	Widowed
	16
	0.64
	0.85%

	
	Total
	2509
	100%
	 

	Band 8 and Above including VSM
	Civil Partnership
	2
	0.78
	1.05%

	
	Divorced
	23
	8.91
	6.18%

	
	Legally Separated
	1
	0.39
	0.85%

	
	Married
	171
	66.28
	49.97%

	
	Single
	49
	18.99
	37.28%

	
	Unknown
	11
	4.26
	3.82%

	
	Widowed
	1
	0.39
	0.85%

	
	Total 
	258
	100%
	 

	Medical & Dental
	Civil Partnership
	2
	0.31
	1.05%

	
	Divorced
	9
	1.42
	6.18%

	
	Legally Separated
	1
	0.16
	0.85%

	
	Married
	351
	55.19
	49.97%

	
	Single
	197
	30.97
	37.28%

	
	Unknown
	74
	11.64
	3.82%

	
	Widowed
	2
	0.31
	0.85%

	
	Total
	636
	100%
	 









Marital Status by New Starters

Between 1 April 2020 and 31 March 2021 there were 1077 new starters at the Trust, which represents 18.03% of the workforce.

	Marital Status Profile of New Starters 
(as at 31/3/21)
	Headcount
	%

	Civil Partnership
	13
	1.21

	Divorced
	36
	3.34

	Legally Separated
	9
	0.84

	Married
	379
	35.19

	Single
	587
	54.50

	Unknown
	49
	4.55

	Widowed
	4
	0.37

	Total
	1077
	100%

















Marital Status by Leavers

Between 1 April 2020 and 31 March 2021 there were 640 leavers from the Trust, which represents 10.71% of the workforce.

	Marital Status Profile of Leavers 
(as at 31/3/21)
	Headcount
	%

	Civil Partnership
	8
	1.25

	Divorced
	37
	5.78

	Legally Separated
	4
	0.63

	Married
	260
	40.63

	Single
	258
	40.31

	Unknown
	68
	10.62

	Widowed
	5
	0.78

	Total
	640
	100%
















	Maternity



Maternity Status - Trust Profile

The overall maternity status profile for the Trust, including paternity leave and shared parental leave is shown in the table below:

	Maternity Leave Status Profile 
(commenced between 1/4/20 and 31/3/21)
	Headcount
	% of Trust Staff

	Maternity Leave
	160
	2.68

	Paternity Leave
	11
	0.18

	Shared Parental Leave
	4
	0.07

	Adoption Leave
	2
	0.03

	Total
	177
	2.96



The highest percentage of staff on parenting leave commenced maternity leave.  
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	Religious Belief



Religious Belief - Trust Profile

The overall religious belief profile for the Trust is shown in the table below:

	Religious Belief Profile 
(as at 31/3/21)
	Headcount
	%

	Christianity
	2958
	49.52

	I Do Not Wish to Disclose
	870
	14.57

	Atheism
	774
	12.96

	Other
	523
	8.76

	Unspecified
	299
	5.01

	Islam
	253
	4.23

	Hinduism
	225
	3.77

	Buddhism
	37
	0.62

	Sikhism
	20
	0.33

	Judaism
	9
	0.15

	Jainism
	5
	0.08

	Total
	5973
	100%



The highest percentage of staff employed by the Trust are Christian and I Do Not Wish to Disclose.  The religious beliefs of the lowest percentage of staff employed are Jainism and Judaism.
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Religious Belief by Pay Band

	Band
	Religious Belief
	Total
	%
	All Staff %

	Bands 4 and Below
	Atheism
	382
	14.86
	12.96%

	
	Buddhism
	11
	0.43
	0.62%

	
	Christianity
	1280
	49.81
	49.52%

	
	Hinduism
	35
	1.36
	3.77%

	
	Not Disclosed
	387
	15.06
	14.57%

	
	Islam
	51
	1.98
	4.23%

	
	Jainism
	1
	0.04
	0.08%

	
	Judaism
	2
	0.08
	0.15%

	
	Other
	296
	11.52
	8.76%

	
	Sikhism
	5
	0.19
	0.33%

	
	Unspecified
	120
	4.67
	5.01%

	
	Total
	2570
	100%
	 

	Bands 5-7
	Atheism
	309
	12.32
	12.96%

	
	Buddhism
	8
	0.32
	0.62%

	
	Christianity
	1395
	55.60
	49.52%

	
	Hinduism
	75
	2.99
	3.77%

	
	Not Disclosed
	352
	14.03
	14.57%

	
	Islam
	48
	1.91
	4.23%

	
	Jainism
	2
	0.08
	0.08%

	
	Judaism
	2
	0.08
	0.15%

	
	Other
	197
	7.85
	8.76%

	
	Sikhism
	10
	0.40
	0.33%

	
	Unspecified
	111
	4.42
	5.01%

	
	Total
	2509
	100%
	 

	Band 8 and Above including VSM
	Atheism
	42
	16.28
	12.96%

	
	Buddhism
	1
	0.39
	0.62%

	
	Christianity
	143
	55.43
	49.52%

	
	Hinduism
	4
	1.55
	3.77%

	
	Not Disclosed
	28
	10.85
	14.57%

	
	Islam
	5
	1.94
	4.23%

	
	Jainism
	1
	0.39
	0.08%

	
	Judaism
	0
	n/a
	0.15%

	
	Other
	17
	6.59
	8.76%

	
	Sikhism
	2
	0.77
	0.33%

	
	Unspecified
	15
	5.81
	5.01%

	
	Total 
	258
	100%
	 

	Medical & Dental
	Atheism
	41
	6.45
	12.96%

	
	Buddhism
	17
	2.67
	0.62%

	
	Christianity
	140
	22.01
	49.52%

	
	Hinduism
	111
	17.45
	3.77%

	
	Not Disclosed
	103
	16.19
	14.57%

	
	Islam
	149
	23.44
	4.23%

	
	Jainism
	1
	0.16
	0.08%

	
	Judaism
	5
	0.79
	0.15%

	
	Other
	13
	2.04
	8.76%

	
	Sikhism
	3
	0.47
	0.33%

	
	Unspecified
	53
	8.33
	5.01%

	
	Total
	636
	100%
	 


Religious Belief by New Starters

Between 1 April 2020 and 31 March 2021 there were 1077 new starters at the Trust, which represents 18.03% of the workforce.

	Religious Belief Profile of New Starters 
(as at 31/3/21)
	Headcount
	%

	Atheism
	156
	14.48

	Buddhism
	13
	1.21

	Christianity
	470
	43.64

	Hinduism
	63
	5.85

	Not Disclosed
	146
	13.56

	Islam
	131
	12.16

	Judaism
	3
	0.28

	Other
	83
	7.70

	Sikhism
	6
	0.56

	Unspecified
	6
	0.56

	Total
	1077
	100%













Religious Belief by Leavers

Between 1 April 2020 and 31 March 2021 there were 640 leavers from the Trust, which represents 10.71% of the workforce.

	Religious Belief Profile of Leavers 
(as at 31/3/21)
	Headcount
	%

	Atheism
	76
	11.88

	Buddhism
	10
	1.56

	Christianity
	244
	38.13

	Hinduism
	31
	4.84

	Not Disclosed
	138
	21.56

	Islam
	61
	9.53

	Jainism
	2
	0.31

	Other
	44
	6.87

	Sikhism
	1
	0.16

	Unspecified
	33
	5.16

	Total
	640
	100%













	Sex/Gender



Sex/Gender - Trust Profile

The overall sex/gender profile for the Trust is shown in the table below:

	Sex/Gender Profile 
(as at 31/3/21)
	Headcount
	%

	Female
	4732
	79.22

	Male
	1241
	20.78

	Total
	5973
	100%



The highest percentage of staff employed by the Trust are female.
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Sex/Gender by Pay Band

	Band
	Sex/Gender
	Total
	%
	All Staff %

	Bands 4 and Below
	Female
	2083
	81.05
	79.22%

	
	Male
	487
	18.95
	20.78%

	
	Total
	2570
	100%
	 

	Bands 5-7
	Female
	2170
	86.49
	79.22%

	
	Male
	339
	13.51
	20.78%

	
	Total
	2509
	100%
	 

	Band 8 and Above including VSM
	Female
	190
	73.64
	79.22%

	
	Male
	68
	26.36
	20.78%

	
	Total 
	258
	100%
	 

	Medical & Dental
	Female
	289
	45.44
	79.22%

	
	Male
	347
	54.56
	20.78%

	
	Total
	636
	100%
	 






















Sex/Gender by New Starters

Between 1 April 2020 and 31 March 2021 there were 1077 new starters at the Trust, which represents 18.03% of the workforce.

	Sex/Gender Profile of New Starters 
(as at 31/3/21)
	Headcount
	%

	Female
	784
	72.79

	Male
	293
	27.21

	Total
	1077
	100%






















Sex/Gender by Leavers

Between 1 April 2020 and 31 March 2021 there were 640 leavers from the Trust, which represents 10.71% of the workforce.

	Sex/Gender Profile of Leavers 
(as at 31/3/21)
	Headcount
	%

	Female
	460
	71.87

	Male
	180
	28.13

	Total
	640
	100%






















	Sexual Orientation



Sexual Orientation - Trust Profile

The overall sexual orientation profile for the Trust is shown in the table below:

	Sexual Orientation Profile 
(as at 31/3/21)
	Headcount
	%

	Heterosexual or Straight
	4866
	81.47

	Not Stated
	645
	10.80

	Unspecified
	320
	5.36

	Gay or Lesbian
	72
	1.20

	Bisexual
	58
	0.97

	Other Sexual Orientation
	7
	0.12

	Undecided
	5
	0.08

	 Total
	5457
	100%



The highest percentage of staff employed by the Trust are Heterosexual or Straight or have Not Stated.  The sexual orientation of the lowest percentage of staff employed is Undecided or Other Sexual Orientation.








Sexual Orientation by Pay Band

	Band
	Sexual Orientation
	Total
	%
	All Staff %

	Bands 4 and Below
	Bisexual
	31
	1.21
	0.97%

	
	Gay or Lesbian
	35
	1.36
	1.20%

	
	Heterosexual or Straight
	2116
	82.33
	81.47%

	
	Not stated
	249
	9.69
	10.80%

	
	Other sexual orientation
	7
	0.27
	0.12%

	
	Undecided
	3
	0.12
	0.08%

	
	Unspecified
	129
	5.02
	5.36%

	
	Total
	2570
	100%
	 

	Bands 5-7
	Bisexual
	25
	0.99
	0.97%

	
	Gay or Lesbian
	30
	1.20
	1.20%

	
	Heterosexual or Straight
	2050
	81.71
	81.47%

	
	Not stated
	281
	11.20
	10.80%

	
	Other sexual orientation
	0
	n/a
	0.12%

	
	Undecided
	1
	0.04
	0.08%

	
	Unspecified
	122
	4.86
	5.36%

	
	Total
	2509
	100%
	 

	Band 8 and Above including VSM
	Bisexual
	0
	n/a
	0.97%

	
	Gay or Lesbian
	4
	1.55
	1.20%

	
	Heterosexual or Straight
	215
	83.33
	81.47%

	
	Not stated
	22
	8.53
	10.80%

	
	Other sexual orientation
	0
	n/a
	0.12%

	
	Undecided
	0
	n/a
	0.08%

	
	Unspecified
	17
	6.59
	5.36%

	
	Total 
	258
	100%
	 

	Medical & Dental
	Bisexual
	2
	0.31
	0.97%

	
	Gay or Lesbian
	3
	0.47
	1.20%

	
	Heterosexual or Straight
	485
	76.26
	81.47%

	
	Not stated
	93
	14.62
	10.80%

	
	Other sexual orientation
	0
	n/a
	0.12%

	
	Undecided
	1
	0.16
	0.08%

	
	Unspecified
	52
	8.18
	5.36%

	
	Total
	636
	100%
	 





Sexual Orientation by New Starters

Between 1 April 2020 and 31 March 2021 there were 1077 new starters at the Trust, which represents 18.03% of the workforce.

	Sexual Orientation of New Starters 
(as at 31/3/21)
	Headcount
	%

	Bisexual
	16
	1.48

	Gay or Lesbian
	12
	1.11

	Heterosexual or Straight
	949
	88.12

	Not stated
	90
	8.36

	Other sexual orientation
	3
	0.28

	Unspecified
	7
	0.65

	Total
	1077
	100%


















Sexual Orientation by Leavers

Between 1 April 2020 and 31 March 2021 there were 640 leavers from the Trust, which represents 10.71% of the workforce.

	Sexual Orientation Profile of Leavers 
(as at 31/3/21)
	Headcount
	%

	Bisexual
	8
	1.25

	Gay or Lesbian
	6
	0.94

	Heterosexual or Straight
	470
	73.44

	Not stated
	122
	19.06

	Other sexual orientation
	1
	0.16

	Undecided
	1
	0.16

	Unspecified
	32
	4.99

	Total
	640
	100%
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Northampton General Hospital NHS Trust

Our Contact Details are:

· Cliftonville, Northampton, NN1 5BD
· 01604 634700
· www.ngh.nhs.uk
· Find us on Facebook
· Follow us on Twitter @nghnhstrust
· Follow us on Instagram
















Age
0-17	18-24	9.90%	25-29	30-44 	45-59	60-64	65-74	75-84	85+	22.8	9.9	8	22.2	18.399999999999999	5.5	7	4.4000000000000004	1.9	Ethnic Group	Whiite	Mixed	Asian	Black	Other	84.5	3.2000000000000001E-2	6.5	5.0999999999999997E-2	0.7	Marital Status
Single	Married	Civil Partnership	Separated	Divorced	Widowed	37.200000000000003	43.5	0.2	3.5	9.5	6.1	Religion
Christian	Buddhist	Hindu	Jewish	Muslim	Sikh	Other	No religion	Not stated	56.6	0.4	1.6	0.1	4.2	0.5	0.5	29.4	6.7	Sex
Male	Female	49.5	50.5	Head Count of Staff in Post


Add Prof Scientific and Technic	Additional Clinical Services	Administrative and Clerical	Allied Health Professionals	Estates and Ancillary	Healthcare Scientists	Medical and Dental	Nursing and Midwifery Registered	Students	169	1106	1242	274	586	134	638	1795	29	

NGH Staff by Age


Under 21	21-25	26-30	31-35	36-40	41-45	46-50	51-55	56-60	61-65	66-70	Over 70	117	386	929	854	687	664	690	639	584	341	58	24	

New Starters by Age


Under 21	21-25	26-30	31-35	36-40	41-45	46-50	51-55	56-60	61-65	66-70	90	177	292	175	101	66	65	58	38	13	2	


Leavers by Age


Under 21	21-25	26-30	31-35	36-40	41-45	46-50	51-55	56-60	61-65	66-70	Over 70	26	71	134	93	62	40	34	36	66	50	23	5	


New Starters by Disability


No	Not Declared	Prefer Not To Answer	Unspecified	Yes	968	25	3	38	43	


Leavers by Disability


No	Not Declared	Prefer Not To Answer	Unspecified	Yes	488	63	1	57	31	


New Starters by Ethnicity


White	Asian	Black	Mixed	Other	Not Stated / Specified	547	248	118	36	94	34	


Leavers by Ethnicity


White	Asian	Black	Mixed	Other	Not Stated / Specified	363	106	64	22	20	65	


New Starters by Marital Status


Civil Partnership	Divorced	Legally Separated	Married	Single	Unknown	Widowed	13	36	9	379	587	49	4	


Leavers by Marital Status


Civil Partnership	Divorced	Legally Separated	Married	Single	Unknown	Widowed	8	37	4	260	258	68	5	


New Starters by Religious Belief


Atheism	Buddhism	Christianity	Hinduism	I do not wish to disclose my religion/belief	Islam	Judaism	Other	Sikhism	Unspecified	156	13	470	63	146	131	3	83	6	6	


Leavers by Religious Belief


Atheism	Buddhism	Christianity	Hinduism	I do not wish to disclose my religion/belief	Islam	Jainism	Other	Sikhism	Unspecified	76	10	244	31	138	61	2	44	1	33	


New Starters by Sex/Gender


Female	Male	784	293	


Leavers by Sex/Gender


Female	Male	460	180	


NGH Staff by Sexual Orientation


Bisexual	Gay or Lesbian	Heterosexual or Straight	Not Stated	Other sexual orientation	Undecided	Unspecified	58	72	4866	645	7	5	320	


New Starters by Sexual Orientation


Bisexual	Gay or Lesbian	Heterosexual or Straight	Not stated	Other sexual orientation	Unspecified	16	12	949	90	3	7	


Leavers by Sexual Orientation


Bisexual	Gay or Lesbian	Heterosexual or Straight	Not stated 	Other sexual orientation	Undecided	Unspecified	8	6	470	122	1	1	32	
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          Chairman: Alan Burns
Chief Executive: Eileen Doyle
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