[image: ]  [image: ]	





Specific Board Actions:



Continue the Mentoring Programme and expand participants to other protected groups whilst retaining a significant percentage of REACH staff, Board Members to invite their mentor to Board to expand learning for all Board Members. 
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To streamline the Inclusive Recruitment Champion process to ensure that our recruitment and selection process is not only effective but also sustainable

Take supportive action to increase the diversity of the Board across the Group. 
Expansion of Executive Sponsorship to include Non-Exec Directors as Sponsors for all Networks and continue to retain the engagement of the Exec Sponsors for the Networks. 
Inclusion of a protected group role model staff story at Board meetings so viewers in those groups can relate. 
Commitment to support EDI Steering Group as our new assurance framework for colleagues.



Roll out Tackling Racism Toolkit and create  Rethinking Racism Education Programme and Microaggressions Toolkit to embed cultural change within organisation whilst creating a safe space for protected groups 
Promote REACH Network Drop In Service to create a safe space for Network members to share feedback on activities or raise cultural issues/concerns to a respective Co-Chair of the Network in confidence. Provide support to those members who need it. 
Amplify REACH voice through a single UHN REACH network that supports REACH colleagues in all staff groups
Align FTSU and EDI compassionate walks and conversations to encourage REACH colleagues to seek early support or raise concerns in a psychologically safe environment. 
To strengthen the RCN Cultural Ambassador programme to support REACH staff during formal and informal HR process to ensure a space/ atmosphere of safety, transparency and support that is offered to the staff. 
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Commitment to a Board Development Session to continue to focus on DiversCommitment to a Board Development Session to continue to focus 
            on Diversity & Inclusion. To include Rethinking Racism Education 
           Programme  
king Racism Education Programme  
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WRES Indicators
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Total Workforce by Ethnicity	
White	BAME	Not Stated	3115	1813	72	
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University Hospitals of Northamptonshire NHS Group is a collaboration between Kettering General Hospital NHS Foundation Trust and Northampton General NHS Trust

Group Chairman: Alan Burns | Group Chief Executive: Simon Weldon




