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Foreword

At the NHSBSA, our people really are at the heart of everything we do. 
We simply would not be able to deliver great services for our customers 
without the dedication and commitment of our brilliant colleagues. As 
we responded to a second year of the COVID-19 pandemic in 2021-
22, our people continued to rise fantastically well to the challenges and 
uncertainties it presented; collaborating, connecting and supporting each 
other so that we can all be at our best. 

Moving into a recovery phase brought fresh challenges for our 
organisation and for our people, requiring us to think again about 
our ways of working and how we can best adapt to support our 
colleagues through further change. Our already strong diversity and 
inclusion focus and infrastructure allows us to be dynamic in meeting 
these challenges to make sure our people are supported through change 
and are equipped to thrive mentally, physically and professionally.

That strong sense of community and belonging is a fundamental part of 
what makes the NHSBSA such a great place to work, and our approach 
to diversity and inclusion is integral to that. Our aim is that the NHSBSA 
is a truly inclusive organisation, where all our colleagues feel able to be 
themselves at work and have a voice, so they can thrive and reach their 
full potential. Having a diverse and highly engaged workforce which is 
representative of the population we serve leads to better decision making 
and innovation, and is fundamental to the success of our organisation

We have achieved a huge amount over the past year, despite the 
challenges we have continued to face, and whilst we’re very proud of this, 
we know that we have further to go, and that only by keeping the focus 
on these issues, creating and testing new interventions and taking bold 
action, will we become a truly diverse and inclusive organisation. Our new 
Diversity and Inclusion Strategy for 2022-25 builds on this approach 
and includes our ambitious objectives to achieve our vision.

Michael Brodie
Chief Executive

Mark Dibble
Executive Director of People 
and Corporate Services

https://www.nhsbsa.nhs.uk/sites/default/files/2022-07/Diversity%20and%20Inclusion%20Strategy%20%281%29.pdf
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Introduction

This annual report summarises our progress and key achievements in 
2021-22 and also reflects our legal requirements under the Equality Act 
(2010) and Public Sector Equality Duty (2011). It demonstrates how we’re 
working towards our two key aims that the NHSBSA:

• has a diverse and highly engaged workforce at all levels, which is 
representative of the population we serve. We know this leads to 
better decision making and innovation, and is fundamental to the 
success of our organisation

• is a truly inclusive organisation, where all of our colleagues feel able 
to be themselves at work and have a voice, so they can be at their 
best and reach their full potential.

We continue to put our people at the very heart of everything we do, 
supporting them to thrive and reach their full potential, and have done 
this whilst experiencing the uncertainty that the COVID-19 pandemic has 
brought. We are now in a phase of recovery, however this has brought 
fresh challenges for our organisation and for our people, requiring us 
to think again about our structures and processes and how we can best 
adapt and utilise these to support our colleagues through further change, 
and working in a new environment. Our already strong diversity and 
inclusion focus and infrastructure allows us to be dynamic in meeting 
these challenges to make sure our people are supported through change 
and are equipped to thrive mentally, physically and professionally.

We’ve continued to adapt to new technology which keeps our colleagues 
connected whilst working in a hybrid, flexible way and has become 
embedded in our workplace culture enabling us to look forward as a 
hybrid organisation.  

Our Wellbeing and Inclusion Networks have continued to support all 
colleagues across the organisation using technology to deliver more events 
to more colleagues than ever before. This includes our innovative We 
CARE cafes, identified as best practice by the CIPD (Chartered Institute 
of Personnel and Development), the use of Yammer and MS Teams 
to connect people, run campaigns in a fresh and vibrant way, provide 
protected spaces for diverse groups and various wellbeing and inclusion 
initiatives to support the continued physical and mental wellbeing of all 
colleagues. 

Our four lived experience colleague networks; BAME, Disability and 
Neurodiversity, LGBTQ+ and Women have enabled a constant focus on 
the equality groups disproportionately affected by the pandemic and 
ongoing challenges. These groups are also the most underrepresented 
in the NHSBSA workforce, especially within our leadership community, 
and utilising our Shadow Board as a diversity intervention has allowed 
us to provide development opportunities for some of our leaders from 
underrepresented groups whilst also giving those groups a voice within 
this community of leaders.
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The networks have risen to the challenge of providing support for 
colleagues during this past year of change whilst advancing the diversity 
and inclusion agenda across the organisation. This was recognised 
by our BAME Network being nominated for ‘Network of the Year’ 
at the annual ENEI (Employers Network for Equality and Inclusion) 
Awards for their work on BAME inclusive recruitment and our LGBTQ+ 
Network being highly commended by Stonewall in their Workplace Equality 
Index

As part of our commitment to inclusion and social value we have continued 
reaching out to the communities we serve and recruit from. We’ve offered 
support to those in our communities who are often marginalised and 
left behind in society. We have done this by fundraising, sponsorship and 
creating links with external networks and organisations.

To ensure our inclusion work is effective and continually improving, 
we have continued to have our performance externally assessed by 
participating in national benchmarking and accreditation schemes 
including; ENEI’s TIDE (Talent, Inclusion and Diversity Evaluation) benchmark 
and Stonewall’s Workplace Equality Index. This helps us understand our 
current performance and how we can continue improving our internal and 
external inclusion work. 

In 2021-22 we were delighted to be awarded the Gold Standard by ENEI 
in their TIDE benchmark for the fourth year running, in recognition of our 
performance on diversity and inclusion, and were ranked 1st out of 113 
European organisations participating.

We also achieved 5th place in Stonewall’s Workplace Equality Index out of 
403 participating organisations, which was a fantastic increase of 46 places 
on our previous submission. We were the highest ranked NHS organisation 
in the Index and were also awarded Gold Employer status by Stonewall 
in recognition of our LGBTQ+ inclusive workplace policies, practices 
and culture.



6

Executive Summary

Despite the challenges of 2021-2022 we’ve continued to build on our 
previous diversity and inclusion successes in the NHSBSA but we also 
recognise that the pandemic has changed the way we work and the needs 
of colleagues. This has meant creating innovative ways of meeting these 
needs and requires us to focus on a present and future that is very different 
from our past.

In the last year we:

• Ensured diversity and inclusion considerations were a fundamental part 
of our people response to the pandemic by continually listening and 
responding to the different needs of our diverse colleagues. 

• Continued to support colleagues from different equality groups, 
providing them with protected safe spaces to connect and support 
one another

• Retained our ‘Gold Standard Employer’ status in enei’s TIDE benchmark 
for the 4th year running and were ranked 1st out of 113 organisations

• Ranked 5th out of 403 other organisations in Stonewall’s Top 100 
Employers index and were the highest ranked NHS organisation

• Awarded Gold Employer status by Stonewall in recognition of our 
LGBTQ+ inclusive workplace policies, practices and culture

• Expanded our Wellbeing and Inclusion team, helping us to provide 
greater focus on our inclusion work across the organisation and 
externally

• Reviewed our network co-chair model to make sure our co-chairs have 
the skills, knowledge and opportunities to help their networks thrive 
and build their own personal development

• Provided awareness, learning and support by delivering 20 inclusion 
events, 64 We CARE cafes and 51 wellbeing awareness sessions

• Continued our Shadow Board initiative, a development opportunity 
for colleagues who aspire to director level positions, with reserved 
seats for colleagues who identify as BAME, disabled and neurodiverse, 
LGBTQ+ and women, who also co-chair our lived experience networks. 
Each Shadow Board member is also sponsored by a Leadership Team 
member.

• Continued delivery of our race inclusion plan in partnership with our 
BAME Network, with specific focus on increasing diversity within 
recruitment, building leadership capability on race, and improving our 
performance on metrics in the NHS Workforce Race Equality Standard

• After a successful pilot, we have introduced gender and ethnicity 
diversification of recruitment panels, which requires all panels to be 
gender balanced and all panels for roles Band 8a and above to have an 
ethnicity balance

• Piloted and rolled out our ‘Let’s Talk About Race’ programme of 
e-learning and facilitated team conversations to support learning 
around race inclusion 
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• Developed and introduced our bespoke Reciprocal Mentoring for 
Inclusion Programme, which is a mentoring partnership based on 
providing learning and development to both partners, to increase 
knowledge, skill and to achieve our aims relating to inclusion

• Increased wellbeing and inclusion network visibility and colleague 
engagement with network activities, with all networks delivering an 
amazing programme of awareness campaigns and events which more 
colleagues than ever before engaged with

• Developed leadership competence and confidence around disability 
and mental health through delivery of our bespoke programme for all 
managers

• Published our Gender Pay Gap report and continued to progress 
supporting actions aimed at reducing our gender pay gap and increase 
the representation of women in senior leadership roles, including 
piloting a bespoke development programme for female colleagues, in 
partnership with our Women’s Network

• Continued to support LGBTQ+ equality groups and communities by 
attending and supporting Pride events and sponsorship of Pride Radio 
and Gaydio for LGBT History Month
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Our workforce data tells us that:

• Our headcount as of 31 March 2022 was 3649, an increase of 238 on 
the previous year

• 7751 job applications were received for NHSBSA vacancies, with 4040 
candidates shortlisted and 1284 new starters appointed between April 
21 to 31st Mar 22

• Female colleagues account for 59.93% of our workforce, a slight 
increase of 0.65% from 2020-21

• Black, Asian and Minority Ethnic (BAME) groups account for 9.98% 
of our workforce, an increase of 0.89% from last year, however this 
is still short of the English and Welsh population of 15% from BAME 
groups.

• Attraction rates for BAME candidates increased from 32% to just over 
33% and appointment rates also increased by 0.48% from last year 
to 14.41%, although there is still a significant drop of 18.68% in the 
proportion of BAME applications to appointments

• Our disabled population rose by 0.37% on the previous year and is now 
5.97% of our workforce

• 5.21% of our colleagues identify as LGBQ+, an increase of 1.01% on 
the previous year

• Christianity remains the most common religion or belief at 39.93% of 
colleagues, Atheism is second with 24.47% of colleagues

• Colleagues who identify with a religion or belief other than Christianity 
and Atheism was 15.35%, an increase of 0.93%

• Our largest age group is the 31-40 year old group which accounts for 
31.27% of our workforce, an increase of 0.55% on the previous year

• Most of our workplaces have a majority female population with the 
exception of Stella House and Don Valley House

• Middlebrook continues to be our most racially diverse workplace with 
25.29% of colleagues being from BAME groups

• Greenfinch Way is our workplace with the highest proportion of 
disabled colleagues at 8.47%

• Eastbourne has the highest proportion of LGBQ+ colleagues at 7.27%

• The average FTE annual salary in the NHSBSA is £27,022. The average 
salaries of female, BAME, disabled and colleagues following other 
religions or beliefs are significantly lower than that 

• Female colleagues are proportionally under represented in all pay bands 
from Band 6 and above when compared to male colleagues

• Colleagues from BAME, disabled and LGBQ+ groups 
are proportionally under represented at Band 8b upwards. 

• 375 colleagues left the NHSBSA during 2021-22 and they were broadly 
representative of our workforce population for each equality group 
(within a 3% difference)

• Female colleagues were involved in 87% of the 15 disciplinary cases, 
which is disproportionate to the female colleague population of 
59.93%.
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Our People and achievements

Awards and Recognition 

Employers Network for Equality and Inclusion (enei) TIDE – Gold Award

We were delighted to retain ‘Gold Standard Employer’ status for our Diversity and Inclusion work in the Employer’s 
Network for Equality and Inclusion’s (ENEI) ‘Talent, Inclusion and Diversity Evaluation’ (TIDE). The evaluation measures 
the performance of participating organisations, benchmarking those taking part against each other, with the highest 
performing organisations awarded the Gold Standard. We ranked 1st  out of 113 other European organisations in this 
year’s TIDE evaluation.

Disability Confident Leader Status

We are a Disability Confident Leader (Level 3) in the Department for Work and Pensions’ (DWP) Disability Confident 
Scheme, the highest level that can be achieved. To achieve this, we’ve demonstrated our commitment to having fully 
inclusive recruitment and training practices, supporting the retention and development of disabled colleagues and 
working with disabled charities in the community.

Stonewall Gold Employer Award and Top 100 5th Place 

We are proud to have continued our membership of Stonewall’s Diversity Champions Programme and we were thrilled to 
place 5th in the Stonewall Workplace Equality Index out of 403 other UK organisations that took part.

As well as 5th place, we were the highest ranking NHS organisation in the Index. We received a Gold Employer Award  
in recognition of our progressive LGBTQ+ inclusion work.In addition to all of this our LGBTQ+ Colleague Network were 
highly commended for the work they have done to provide an LGBTQ+ friendly space for our LGBTQ+ colleagues,
promoting allyship and helping us maintain our LGBTQ+ friendly workplace.
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Our People 

Wellbeing and Inclusion Team

The Wellbeing and Inclusion Team lead the NHSBSA’s approach to diversity 
and inclusion and have continued to closely align our inclusion, wellbeing 
and community engagement work with a strong focus on putting our 
people at the heart of everything that the team does. This has included 
supporting our Wellbeing and Inclusion colleague networks and co-
ordinating their collaboration, which helps us focus on intersectionality. 
In addition to continuing to lead the NHSBSA’s wellbeing and inclusion 
response during the pandemic, the team have delivered several key 
projects, which have been recognised in the accreditations and awards 
received. The team work in collaboration with our HR and Learning and 
Organisation Development teams as part of a wider People Team, to ensure 
inclusion and wellbeing are fully embedded into all of our People practices 
and policies. 

The team has also used networks and relationships with the wider NHS and 
beyond to share learning and best practice including membership of the 
NHS Arms Length Bodies Diversity and Inclusion Special Interest Group and 
NHS North East ICS Diversity and Inclusion Leads Network.
 

Wellbeing and Inclusion Committee

Our Wellbeing and Inclusion Committee has continued to be the key 
strategic oversight and decision making body for equality, diversity and 
inclusion in the NHSBSA. The committee is chaired by the Chief Executive 
as Executive Board Champion for Diversity and Inclusion. Committee 
membership comprises senior leaders, the Wellbeing and Inclusion Team, 
trade union representatives and Co-Chairs of our Wellbeing and Inclusion 
Networks. Membership of the Network Co-Chairs supports close working 
between the networks and senior leaders, and encourages the voice of the 
networks to be heard and acted upon by senior leaders.
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NHSBSA Lived Experience Colleague Networks

Our lived experience colleague networks cover the four most under 
represented groups in our organisation.

• Black, Asian and Minority Ethnic (BAME)
• Disability and Neurodiversity
• LGBTQ+
• Women

The networks provide a specific focus on their lived experience and are a 
‘critical friend’ to the NHSBSA, helping to identify barriers or issues related 
to their areas of focus, to create a truly inclusive organisation. This is 
alongside role modelling and being champions to colleagues with the same 
lived experiences and identities.

Having been set up in the summer of 2020, the networks have grown and 
matured in their second year and this has been evident in the work and 
successes they have had in 2021-22:

• Our BAME Network were finalists in the ENEI’s Network of the Year 
Award in recognition of the work they have done on BAME inclusive 
recruitment

• Our Disability and Neurodiversity Network have provided lived 
experience advice to support making our digital platforms more 
accessible

• Our LGBTQ+ Network were highly commended by Stonewall for the 
wealth of LGBTQ+ awareness and inclusion work they have done

• Our Women’s Network have supported the launch of the Springboard 
programme, a programme specifically tailored to support female career 
development in the NHSBSA.

NHSBSA Diversity and Inclusion Colleague Network

Our D&I Colleague Network continued to support the delivery of diversity 
and inclusion awareness and supported our four lived experience colleague 
networks. The work of the network has contributed to the awards, 
accreditation and recognition we have received in the past year.

With the success of the lived experience networks, it became clear the 
these networks were a natural evolution of the D&I Network and so after 
12 years of successes in advancing D&I in the NHSBSA, our D&I Network 
was wound down with it’s last meeting in January 2022. Our thanks go 
to every member of the Network over this period of time for their time, 
passion and commitment to the success of the Network.
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Visibility, Involvement and Engagement on diversity and inclusion

Colleague Engagement

Our Wellbeing and Inclusion Networks have worked incredibly hard to not only support colleagues, but also to engage them on our diversity and 
inclusion agenda. Our networks have continued being visible and accessible to colleagues, promoting colleague engagement and connection with 
network activities. All networks have delivered an amazing programme of awareness campaigns and events which more colleagues than ever before 
engaged with. In addition to building awareness and understanding, they also provided critical opportunities for colleagues to connect with each other. 
The networks supported delivery of 20 inclusion events,  64 ‘We CARE Cafes’ and 51 wellbeing awareness sessions throughout the year, providing safe 
spaces for colleagues to connect, learn and support each other. Below are some of the highlights that have taken place each month. 

 April 2021
Autism 

Acceptance 
Month

May 2021
IDAHOBIT

June 2021
National 

Windrush 
Day

July 2021
International Non 

Binary People’s 
Day

August 2021
International 
Youth Day

September 2021
Bi Visibility 
Day 2021

October 2021
Black History 

Month

November 2021
International Day for the 
Elimination of Violence 

Against Women

December 2021
International Day 
of Persons with 

Disabilities

January 2022
Holocaust 

Memorial Day

February 2022
LGBT+ History 

Month

March 2022
International 
Women’s Day
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Leadership Visibility and Involvement

The commitment to the diversity and inclusion agenda from our Chief 
Executive and Leadership Team has been clearly visible to colleagues in the 
last year, with regular communications focussing on diversity and inclusion 
issues, from a personal and authentic, as well as corporate perspective. 
These have included a regular focus in the Chief Executive’s fortnightly 
bulletin, weekly update emails from the Executive Director of People 
and Corporate Services, and blogs, interviews and social media activity 
featuring our other Directors and Chief Officers. The response to these has 
been fantastic, with very high levels of engagement from colleagues.

We also encourage engagement and involvement from our Leadership 
Team with our Wellbeing and Inclusion Networks. Our Wellbeing and 
Inclusion Committee and Shadow Board structures support this close 
interaction, and in addition leaders have joined various network sessions 
and introduced diversity and inclusion focussed events for colleagues. 
Currently we have a number of the Leadership Team participating in our 
new Reciprocal Mentoring for Inclusion Programme, which will see them 
learning about the lived experiences of our underrepresented colleagues 
and in return providing mentoring on leadership and development to their 
partners from our lived experience networks.
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Community Engagement 

Prides and LGBTQ+ Celebration Events

Whilst Prides and LGBTQ+ celebration events were mostly online for a 
second year, we were lucky to host a stall at Northumberland Pride in 
August 2021. Members of our LGBTQ+ Network also attended a ‘Proud 
to Provide III’ event in January 2022 organised by Cheshire Fire and Rescue 
Service and Stonewall’s Workplace Conference in March 2022. 

Careers on the Couch

In June 2021, members of our Disability and Neurodiversity Colleague 
Network teamed up with the Graduate Futures team at Northumbria 
University and their student Disability Network to produce a video about 
inclusive recruitment and being a Disability Confident Leader organisation.

Show Racism the Red Card

As part of Black History Month in October 2021, our BAME Network 
hosted a virtual fundraising event with Shaka Hislop and the Lord Mayor of 
Newcastle Cllr Habib Rahman, founders of Show Racism the Red Card, a 
charity aimed at eradicating racism using education and sport. Shaka and 
Habib talked about the work of the charity whilst the fundraiser raised over 
£1000 from colleagues for the charity during their 90 minute talk.

Pride Radio and Pride Media Centre, Gateshead

We continued our sponsorship of the Pride Media Centre in Gateshead 
which is a charity supporting young LGBTQ+ entrepreneurs to give them 
the workspace and skills to build their own businesses. Pride Media 
Centre is also the home of Pride Radio, an internet based radio station 
which broadcasts world wide. This year we sponsored a series of special 
LGBT+ History month programmes which aired each Sunday and featured 
interviews with Lord Michael Cashman and Stonewall founder, Peter 
Tatchell.
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Building capability on diversity and inclusion 

As well as increasing awareness and understanding amongst colleagues of 
diversity and inclusion issues, we have delivered a wide range of initiatives 
and programmes designed to increase capability and confidence of 
colleagues to help them effectively contribute to the diversity and inclusion 
agenda.

Let’s Talk About Race
The Let’s Talk About Race programme is a rich learning experience about 
race awareness, racism and race inclusion that colleagues share with their 
teams and manager. It comprises of an e-module introduction to these 
themes that is followed up by a team conversation facilitated by managers 
to discuss the learning points from the e-module and any changes 
colleagues will make based on their learning. Following a successful pilot 
in our Finance, Commercial and Estates directorate, the programme is 
being rolled out directorate by directorate, supported by our Wellbeing and 
Inclusion Team.

Diverse Interview Panels
We now ensure a gender balance in all interview panels for every role and 
an ethnicity balance in all Band 8a and above recruitments. This follows 
a pilot of having gender and ethnicity balanced interview panels in our 
Digital, Data and Insight and Technology directorates between February 
2021 and June 2021 which delivered improved success rates for female 
and BAME applicants.

Shadow Board
Our Shadow Board, with reserved seats for colleagues who identify as 
BAME, Disability and Neurodiversity, LGBTQ+ and Women, continues to 
increase representation of these groups within our leadership community, 

providing a fantastic development opportunity for leaders who aspire to a 
Directorship. Each Shadow Board member is sponsored by a member of the 
Leadership Team, to support their development.

Managing Disabilities and Mental Health 
The Wellbeing and Inclusion Team developed and delivered this 
bespoke training for managers, designed to build their knowledge 
and understanding of how they can best support colleagues who have 
a disability or mental health condition. The delivery of this training 
commenced in August 2020 and continued through until February 2022 
ensuring all managers received this training. The training will be periodically 
delivered as part of our ‘Managers Essentials’ training package for new 
managers.

Wellbeing and Inclusion Awareness sessions for all colleagues
Several of the ‘We CARE cafes’ and wellbeing awareness sessions, delivered 
throughout the year by the Wellbeing and Inclusion Team and networks, 
have focussed on supporting all colleagues, building knowledge of 
wellbeing and inclusion issues and providing a safe space for discussion.

Radius Network Leaders Programme
All of our lived experience network Co-Chairs were offered the opportunity 
to join a network leaders development programme by Radius Networks. 
This is a 10 week modular programme with each week focusing on a 
different aspect of network leadership. This is part of a wider package of 
development which includes mentoring from our Wellbeing and Inclusion 
Team.
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Mermaids – Transgender and Non-Binary Awareness Programme
As part of LGBT+ History Month, our LGBTQ+ Network, Wellbeing and 
Inclusion Team and other lived experience network members attended a 
half day transgender and non-binary awareness programme delivered by 
the charity Mermaids. The programme covered understanding identities,  
UK legislation around transgender and non-binary and how to provide 
effective workplace support and allyship to transgender and non-binary 
people.

LGBTQ+ awareness for Mental Health First Aiders
This session was developed and designed by our Wellbeing and Inclusion 
Team to give our Mental Health First Aiders an understanding of the 
additional mental health impacts LGBTQ+ people face through identifying 
as LGBTQ+. This session helps our MHFA’s understand the additional 
support our LGBTQ+ colleagues might need when they seek support 
from any of our MHFA’s. This session was also delivered to our Customer 
Resolutions Team to help them support vulnerable customers who are 
LGBTQ+.

Transgender awareness for Leadership Team
This was a shortened version of our Trans Allies programme, delivered 
exclusively to our Leadership Team. This looked at understanding 
transgender and non-binary identities and how workplace policy and 
practice can support transgender and non-binary colleagues. At this 
session, all Leadership Team members committed to displaying their 
pronouns on their email as a show of support for transgender and non-
binary colleagues.

Suzy Lamplugh Trust – Personal Safety at Work
As part of International Day Against Violence Against Women, our 
Women’s Network arranged this session for all colleagues. This covered 
personal safety while homeworking, lone working, traveling safely and our 
journey to work. Aiming to reduce the risk of harassment, aggression and 
violence by empowering people to take steps to avoid, mitigate or manage 
risks at work, as well as across all aspects of their life.

Ayaz Bhuta – Paralympics Gold Medallist
Fresh from winning a stunning gold medal as part of Team GB’s wheelchair 
rugby team at the Tokyo 2020 Paralympics, Ayaz gave a talk about his 
life and career and his journey to success. This session was arranged by 
our Disability and Neurodiversity Network as part of International Day for 
Persons with Disabilities.  

Thinking Differently about Autism at Work
This was a talk by Aidan Healy CEO of Lexxic, an organisation supporting 
neurodiverse people in the workplace, helping them to realise their 
potential and flourish. Aiden talked about Autism acceptance in the 
workplace and the work that Lexxic does with individuals and employers 
as part of our Autism Acceptance Month delivered by our Disability and 
Neurodiversity Network.

Rebecca Welch – Female Football Referee
Organised by our Women’s Network, Rebecca Welch gave a talk about her 
career as England’s highest ranking female football referee after officiating 
at the highest level in English women’s football, Rebecca became the first 
woman to officiate a men’s English football league match. Rebecca talked 
about her career as a football referee and breaking through in a male 
dominated industry.
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Our Demographics

Colleague demographics

Our workforce headcount as of 31st March 2022 was 3649, an increase of 238 from the previous year.

Our colleagues demographics are as follows:

Gender

59.93%

Female colleagues account for 
59.93% of our workforce, a 

slight decrease of 0.65% on the 
previous year. This continues to be 
well above the UK population of 

50.6% women (ONS 2020)*.

BAME

9.98%

Black, Asian and Minority Ethnic 
(BAME) groups account for 9.98% of 
our workforce, which is an increase of 
0.89% from last year but continues 
to be short of the English and Welsh 

population of 15.2% from BAME 
groups (ONS 2019)**. 

Age

31.27%

Our largest age group continues 
to be the 31 - 40 age group, 
which has slightly increased 

to 31.27% in 2022 compared 
to 30.72% in 2021. The next 

largest age group is the 41 - 50 
group which constitutes 23.43% 

of our workforce.

*Gov.uk UK Census 2011 https://www.ethnicity-facts-fgures.service.gov.uk/uk-population-by-ethnicity/national-and-regional-populations/population-of-england-and-wales/latest

**House of commons library 2020 https://commonslibrary.parliament.uk/research-briefngs/cbp-7540/ 
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Disability

5.97%

5.97% of our workforce have declared that they have 
a disability. It is positive to note that this is an increase 
of 0.37% from the previous year, however it is still not 
representative of population demographics, with 19% 

(HoC Library 2020)* of employed adults in the UK 
declaring they have a disability.

Sexual orientation

5.21%

5.21% of our colleagues have declared that they are 
Lesbian, Gay, Bisexual or another description of their sexual 
orientation other than straight/heterosexual (LGBQ+). It is 

positive to note that this is an increase of 1.01% since 2021 
but remains lower than the 6.3% of the UK population 

estimated to be LGBQ+ (ONS 2019)**. 

Religion

15.35%

15.35% of our colleagues have stated they 
follow a religion other than Christianity, which 

is an increase of 0.93% on 2021. These 
religions include Buddhism, Hinduism, Islam, 

Jainism, Judaism and Sikhism amongst others. 

39.93%

39.93% of our workforce have stated they 
are Christian which is the largest religious 
group, followed by 24.47% of colleagues 
who have stated they are Atheist or of no 

belief.  

*House of commons library 2020 https://commonslibrary.parliament.uk/research-briefngs/cbp-7540/ 
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Colleague Demographics by Location 

This table shows the demographics of our colleagues by workplace location and equality group. Please note that where there are less than 5 colleagues 
we are unable to provide the exact number for data protection purposes. 

It can be seen that most of our workplaces have a majority female population with the exception of Stella House, Don Valley House and the Warehouse. 
Middlebrook continues to be our most racially diverse workplace with 25.29% of colleagues being from BAME groups. Greenfinch Way is our workplace 
with the highest proportion of disabled colleagues at 8.47% and Eastbourne has the highest proportion of LGBQ+ colleagues at 7.27%.

 Headcount Female % Male % BAME % Disabled % LGBQ+ %

Bridge House 1166 728 62.44% 438 37.56% 94 8.06% 72 6.17% 67 5.75%

Don Valley House 23 7 30.43% 16 69.57% <5 <5 <5 <5 <5 <5

Eastbourne 110 67 60.91% 43 39.09% 12 10.91% 7 6.36% 8 7.27%

Greenfinch Way 59 31 52.54% 28 47.46% <5 <5 5 8.47% <5 <5

Hesketh House 615 422 68.62% 193 31.38% 15 2.44% 40 6.50% 12 1.95%

Homeworker 203 127 62.56% 76 37.44% 24 11.82% 12 5.91% 9 4.43%

IBM Warwick 14 6 42.86% 8 57.14% <5 <5 <5 <5 <5 <5

Middlebrook 340 225 66.18% 115 33.82% 86 25.29% 13 3.82% 17 5.00%

Skipton House 
London

<5 <5 <5 <5 <5 <5 <5 <5 <5 <5 <5

Stella House 937 458 48.88% 479 51.12% 111 11.85% 57 6.08% 67 7.15%

Wakefield 175 114 65.14% 61 34.86% 14 8.00% 8 4.57% 10 5.71%

Warehouse 5 <5 <5 <5 <5 <5 <5 <5 <5 <5 <5
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Colleague Religion and Belief by Location

This table shows the demographics of our colleagues by workplace location and religion or belief. Please note that where there are less than 5 colleagues 
we are unable to provide the exact number for data protection purposes. 

Middlebrook is the workplace with the highest proportion of colleagues following other religions and Greenfinch Way is the workplace with highest 
proportion of Christian colleagues.

Location Headcount Christianity % Atheism % Other % Not Disclosed %

Bridge House 1166 326 27.96% 444 38.08% 176 15.09% 220 18.87%

Don Valley House 23 7 30.43% 8 34.78% <5 <5 5 21.74%

Eastbourne 110 25 22.73% 28 25.45% 11 10.00% 46 41.82%

Greenfinch Way 59 8 13.56% 31 52.54% 6 10.17% 14 23.73%

Hesketh House 615 106 17.24% 306 49.76% 70 11.38% 133 21.63%

Homeworker 203 39 19.21% 80 39.41% 34 16.75% 50 24.63%

IBM Warwick 14 <5 <5 7 50.00% <5 <5 <5 <5

Middlebrook 340 56 16.47% 136 40.00% 92 27.06% 56 16.47%

Skipton House 
London

<5 <5 <5 <5 <5 <5 <5 <5 <5

Stella House 937 284 30.31% 342 36.50% 144 15.37% 167 17.82%

Wakefield 175 40 22.86% 72 41.14% 22 12.57% 41 23.43%

Warehouse 5 <5 <5 <5 <5 <5 <5 <5 <5
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Colleague Demographics By Directorate

This table shows the demographics of our colleagues by directorate and equality group. Please note that where there are less than 5 colleagues we are 
unable to provide the exact number for data protection purposes. 

It can be seen that most of our directorates have a majority female population with the exception of Digital, Data and Insight and Technology. Digital is 
our most racially diverse directorate with 21.32% of colleagues being from BAME groups. Technology has the highest proportion of disabled colleagues 
at 8.88% and Digital has the highest proportion of LGBQ+ colleagues at 8.14%.

Directorate Headcount Female % Male % BAME % Disabled % LGBQ+ %

Chief Executive 
Officer

5 <5 <5 <5 <5 <5 <5 <5 <5 <5 <5

Citizen Services 1049 673 64.16% 376 35.84% 86 8.20% 78 7.44% 66 6.29%

Data and Insight 114 40 35.09% 74 64.91% 20 17.54% 9 7.89% 7 6.14%

Digital 258 115 44.57% 143 55.43% 55 21.32% 9 3.49% 21 8.14%

Finance, Commercial & 
Estates

152 90 59.21% 62 40.79% 7 4.61% 5 3.29% <5 <5

People and Corporate 
Services

102 64 62.75% 38 37.25% <5 <5 <5 <5 7 6.86%

Primary Care Services 997 629 63.09% 368 36.91% 122 12.24% 47 4.71% 39 3.91%

Strategy, Performance, 
Business Development 
& Growth

27 16 59.26% 11 40.74% <5 <5 <5 <5 <5 <5

Technology 214 60 28.04% 154 71.96% 28 13.08% 19 8.88% 12 5.61%

Workforce Services 731 496 67.85% 235 32.15% 40 5.47% 48 6.57% 30 4.10%
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Colleague Religion and Belief By Directorate

This table shows the demographics of our colleagues by directorate and religion and belief . Please note that where there are less than 5 colleagues we 
are unable to provide the exact number for data protection purposes. 

It can be seen that most of our directorates have a majority Christian population with the exception of Data and Insight, Digital and People and 
Corporate Services. Digital is our most diverse directorate with the most even spread of religions or beliefs.

Directorate Headcount Atheism % Christianity % Other %
Not 

Disclosed
%

Chief Executive 
Officer

5 <5 <5 <5 <5 <5 <5 <5 <5

Citizen Services 1049 286 27.26% 397 37.85% 181 17.25% 185 17.64%

Data and Insight 114 41 35.96% 35 30.70% 21 18.42% 17 14.91%

Digital 258 87 33.72% 81 31.40% 54 20.93% 36 13.95%

Finance, Commercial & 
Estates

152 37 24.34% 65 42.76% 20 13.16% 30 19.74%

People and Corporate 
Services

102 37 36.27% 35 34.31% 8 7.84% 22 21.57%

Primary Care Services 997 202 20.26% 405 40.62% 154 15.45% 236 23.67%

Strategy, Performance, 
Business Development 
& Growth

27 7 25.93% 12 44.44% <5 <5 7 25.93%

Technology 214 49 22.90% 68 31.78% 31 14.49% 66 30.84%

Workforce Services 731 147 20.11% 355 48.56% 90 12.31% 139 19.02%
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Payband Analysis – Equality Groups

The following table shows the percentage of all colleagues in each pay band against a comparison of the percentage of colleagues in each pay band for 
different equality groups.

Non Agenda for Change (AFC) pay bands have been grouped together, this includes civil service pay bands and colleagues who have transferred into the 
NHSBSA retaining their previous salary scale. 

Payband All Colleagues Female Male Disabled BAME LGBQ+
Pay Band 2 759 20.82% 498 22.82% 261 17.89% 90 25.50% 60 28.57% 40 21.86%
Pay Band 3 1011 27.74% 683 31.30% 328 22.48% 97 27.48% 51 24.29% 52 28.42%
Pay Band 4 443 12.15% 278 12.74% 165 11.31% 40 11.33% 31 14.76% 28 15.30%
Pay Band 5 388 10.64% 227 10.40% 161 11.03% 31 8.78% 22 10.48% 20 10.93%
Pay Band 6 267 7.33% 123 5.64% 144 9.87% 52 14.73% 16 7.62% 16 8.74%
Pay Band 7 338 9.27% 160 7.33% 178 12.20% 26 7.37% 22 10.48% 22 12.02%
Pay Band 8A 172 4.72% 86 3.94% 86 5.89% 17 4.82% 8 3.81% 5 2.73%
Pay Band 8B 87 2.39% 41 1.88% 46 3.15% <5 <5 <5 <5 <5 <5
Pay Band 8C 32 0.88% 11 0.50% 21 1.44% <5 <5 <5 <5 <5 <5
Pay Band 8D 19 0.52% 7 0.32% 12 0.82% <5 <5 <5 <5 <5 <5
Pay Band 9 <5 <5 <5 <5 <5 <5 <5 <5 <5 <5 <5 <5
Other Non AfC 116 3.18% 68 3.12% 48 3.29% <5 <5 <5 <5 <5 <5
VSM 13 0.36% <5 <5 9 0.62% <5 <5 <5 <5 <5 <5

Pay band 3 is the most populated band in the NHSBSA, with over a quarter of all colleagues in band 3 roles. The data shows that female, BAME and 
disabled colleagues are significantly over represented in band 2 when compared to all colleagues. The data also shows that female colleagues are 
proportionally under represented in all pay bands from band 6 and above when compared to male colleagues, as are colleagues from BAME, disabled 
and LGBQ+ groups from Band 8b upwards.
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Pathways into Technology – created 22 opportunities for people to enter a career in 
Technology across Veterans, students, apprentices and internal staff 

Customer Experience Strategy developed, putting customers, users and 
commissioners of our services at the centre of what we do

One Drug Database (ODD) – consolidating and creating one source of data to eliminate errors and
 long-standing organisational risk

Achieved Ones to Watch in Best Companies
index for staff engagement

Almost 50 apprentices
across the organisation

Achieved 
Employers 
Network
for Equality and Inclusion 
(enei) Gold Standard

Due diligence capability and robust framework developed to ensure business and 
commercial risk is managed or mitigated prior to taking on new services

Stonewall ranking of 51st
Managed reduction in greenhouse gas 

emissions (65%), water consumption 

(31%), waste (42%) and office 

paper (41%)

Successful completion of the 18/19 
accounts for the NHSBSA and the Pensions 
Scheme with no matters of emphasis noted by the 
National Audit Office

£

£
£

Payband Analysis – Religion and Belief

The following table shows the percentage of all colleagues in each pay band against a comparison of the percentage of colleagues in each pay band by 
religion and belief. 

Pay Band Headcount % Christianity % Atheism % Other %
Not 

Disclosed
%

Pay Band 2 759 20.82% 167 18.76% 321 22.05% 135 24.32% 136 18.48%
Pay Band 3 1011 27.74% 228 25.62% 394 27.06% 173 31.17% 216 29.35%
Pay Band 4 443 12.15% 128 14.38% 167 11.47% 68 12.25% 80 10.87%
Pay Band 5 388 10.64% 115 12.92% 150 10.30% 52 9.37% 71 9.65%
Pay Band 6 267 7.33% 86 9.66% 82 5.63% 51 9.19% 48 6.52%
Pay Band 7 338 9.27% 101 11.35% 134 9.20% 35 6.31% 68 9.24%
Pay Band 8A 172 4.72% 42 4.72% 82 5.63% 20 3.60% 28 3.80%
Pay Band 8B 87 2.39% 12 1.35% 43 2.95% 11 1.98% 21 2.85%
Pay Band 8C 32 0.88% 5 0.56% 15 1.03% <5 <5 11 1.49%
Pay Band 8D 19 0.52% 6 0.67% 9 0.62% <5 <5 <5 <5
Pay Band 9 <5 <5 <5 <5 <5 <5 <5 <5 <5 <5
Other Non AfC 116 3.18% <5 <5 53 3.64% 10 1.80% 51 6.93%
VSM 13 0.36% <5 <5 6 0.41% <5 <5 6 0.82%

This shows that Christianity is proportionally represented across all pay bands in the NHSBSA, with the exception of pay band 6 where it is proportionally 
underrepresented.

Atheism is over represented in pay bands 6 and 7 but otherwise proportionally represented in other pay bands. Other religions are significantly over 
represented in pay bands 2 and 3 and significantly underrepresented from pay band 7 and above.
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Average Pay Analysis 

The average full time equivalent (FTE) annual salary of all colleagues in the NHSBSA is £27,022, an increase of £1601 from the previous year. The chart 
below compares the average FTE salary to that of different equality groups, religions and beliefs within the NHSBSA. 
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Female Male BAME Disabled LGBQ+ Christian Atheist Other Religions

Average FTE Pay

Equality Group Average FTE Salary NHSBSA Average FTE Salary

Male colleague’s average salary is significantly above the average salary for the whole NHSBSA, by £3,588. The average salary for LGBQ+, Christian and 
Atheist colleagues are also above the NHSBSA average annual salary.

The average salaries of female, BAME, disabled colleagues and colleagues following religions or beliefs other than Christianity and Atheism are 
significantly lower than that of the NHSBSA average salary, with the lowest average being that of female colleagues at £2,396 less than the average 
salary.
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Leavers Analysis 

375 colleagues left employment with the NHSBSA between 1 April 2021 to 31 March 2022, an increase of 192 on the previous year. The most common 
reason for leaving was voluntary resignation, accounting for 78.40% of all leavers and an increase of 17.20% on the previous year. The next most 
frequent reasons were retirement at 7.73% and redundancy at 3.73%. 

The tables below compare the overall NHSBSA population with leavers in terms of equality groups and different religions and beliefs.

Female Male BAME Disability LGBQ+

Overall NHSBSA 59.03% 40.97% 9.98% 5.97% 5.21%

Leavers 58.13% 41.87% 12.80% 7.20% 6.67%

Atheist Christian Other Not Disclosed

Overall NHSBSA 24.47% 39.93% 15.35% 20.25%

Leavers 22.67% 41.87% 17.87% 17.60%

This shows female and male leavers were broadly representative of the whole NHSBSA population although BAME, disabled and LGBQ+ leavers which 
were higher than the overall population. 

In terms of religion and belief, the data shows leavers who were Christian and followers of other religions were higher than the overall NHSBSA 
population and leavers who had not disclosed a religion or belief were lower than the overall NHSBSA population.
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Recruitment Analysis 

Equality Groups 

1284 new starters joined the NHSBSA or were appointed to a new role internally between the period of 1 April 2021 to 31 March 2022. 7751 
applications were received for these roles, with a total of 4040 people shortlisted. The table below compares the percentage rates of applicants, those 
shortlisted and appointed, by different equality groups compared to the whole NHSBSA population. Last year’s figures are also included for comparison 
purposes.

Female Male BAME Disability LGBQ+

2020/21 2021/22 2020/21 2021/22 2020/21 2021/22 2020/21 2021/22 2020/21 2021/22

Whole NHSBSA 59.28% 59.03% 40.72% 40.97% 9.09% 9.98% 5.60% 5.97% 4.20% 5.21%

Applied 50.13% 52.66% 49.03% 43.93% 32.07% 33.09% 6.05% 7.22% 6.21% 7.62%

Shortlisted 49.10% 59.58% 49.60% 39.44% 22.49% 19.70% 6.41% 7.29% 6.00% 7.44%

Appointed 53.79% 63.01% 45.32% 36.06% 13.93% 14.41% 3.88% 5.61% 8.64% 7.87%

The female applicant statistics show that women are more likely to be recruited than men, with a significant increase in the proportion of shortlisted and 
appointed female candidates. Conversely there is a significant drop in these for male candidates.

It is positive to see that attraction rates from the BAME, disabled and LGBTQ+ communities are higher than the NHSBSA overall population. Attraction 
rates for BAME candidates are almost 1 in 3 applications, similar to 2021, and the percentage of BAME appointments has increased by 0.48% from 
last year. However, there remains a significant drop of 18.68% in the proportion of BAME applications to BAME appointments. It is hoped the rollout 
of Diverse Recruitment Panels will help to address this, together with other ongoing race inclusion work. It is positive to note that there has been an 
increase in the percentage of applications from disabled candidates (up 1.17%) and those appointed, up 1.76% from the previous year. Although not yet 
fully proportional, this is a marked improvement from last year when there was a drop of a third between the application and appointment stages. It is 
also positive to note that LGBTQ+ shortlisted and appointed candidates has remained proportional to the percentage of applicants.
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Religion and Belief

The table below compares the percentage rates of applicants, those shortlisted and recruited, by religion and beliefs, and with the overall NHSBSA 
population. 

Christian Atheist Other religion Not Disclosed

2020/21 2021/22 2020/21 2021/22 2020/21 2021/22 2020/21 2021/22

Whole NHSBSA 22.31% 24.47% 40.55% 39.93% 14.42% 15.35% 22.72% 20.25%

Applied 22.74% 23.33% 40.17% 37.34% 26.02% 26.06% 11.07% 10.70%

Shortlisted 25.72% 30.41% 41.58% 38.68% 20.70% 19.96% 12.01% 10.96%

Recruited 32.63% 32.02% 36.57% 38.24% 18.17% 18.54% 12.70% 10.20%

This information show that applications from Christian and Atheist candidates are in line with the overall NHSBSA population. It is good to see attraction 
rates from candidates who have declared a religion or belief other than Christianity or Atheism is higher than our current NHSBSA population.

The rate of appointments from Christian candidates shows this is proportional to applications from Christian candidates and those that are shortlisted. 
The same is true for candidates who have not disclosed a religion.

The proportion of Atheist candidates rises significantly from applications through to appointments and there is a significant decreases or candidates who 
state they have a religion or belief other than Christianity or Atheism.
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Employee Relations Cases 

The following information analyses cases relating to formal disciplinary, grievance, bullying and harassment and performance management procedures by 
equality groups, which have been recorded on ESR.
 

 Female Male Disability BAME LGBQ+

Disciplinary 13 <5 <5 <5 <5

Grievance <5 <5 <5 <5 <5

Bullying & Harassment 6 <5 <5 <5 <5

Performance Management <5 <5 <5 <5 <5

 Christian Atheist Other Religion Not Declared

Disciplinary <5 8 <5 <5

Grievance <5 <5 <5 <5

Bullying & Harassment <5 5 <5 <5

Performance Management <5 <5 <5 <5

The total number of cases above amounts to 0.71% of the overall NHSBSA workforce. In addition the data shows that 15 colleagues received disciplinary 
sanctions which has remained static from 2021. 

There has been a significant increase in the percentage of female colleagues receiving disciplinary sanctions as 87% of the disciplinary cases involved 
female colleagues, an increase from 52% last year. The number of grievance cases was extremely low with no significant statistics for equality groups 
from this data.

In relation to bullying and harassment 75% of these cases involved a female colleague which is significantly higher than the overall population. No other 
significant statistics for other equality groups exist within the bullying and harassment and performance management data.
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Our Focus

Our aim is that the NHSBSA is a truly inclusive organisation which values 
the diversity of our people and the communities we serve, where all of 
our colleagues feel able to be themselves at work and have a voice. We’re 
passionate about enabling the best possible working experience for all 
colleagues so they can be at their best and reach their full potential. Our 
Wellbeing and Inclusion Networks amplify the voice of our colleagues and 
increase engagement, which help to shape our people practices. 

All of our colleagues are important to us, however the current focus of the 
diversity and inclusion work in the NHSBSA focuses on four characteristics, 
as colleagues with those characteristics are underrepresented in the 
NHSBSA workforce. This is either in our leadership community and/or in 
comparison to national or local populations. 

These groups are: 

• Black, Asian and Minority Ethnicities (BAME) 
• Disability and Neurodiversity 
• Lesbian, Gay, Bisexual, Transgender, queer, questioning plus (LGBTQ+) 

which also includes gender identity 
• Women 

This focus is important to us as having a diverse and highly engaged 
workforce which is representative at all levels of the population we serve 
leads to better decision making and innovation, so is fundamental to the 
success of our organisation. 

Over the past year the Wellbeing and Inclusion Team, Committee and 
Networks have worked on key objectives in relation to these four groups, 
including designing and testing new interventions to change outcomes. 
This work has created engagement and connection amongst colleagues, 
raised awareness and understanding, provided development, promoted 
the NHSBSA externally as an employer of choice and as an inclusive service 
provider. Above all our work has provided an inclusive work culture and 
environment where colleagues who identify with these groups can thrive.

The following pages highlight the work that has been achieved over the 
past year in these areas and identify key objectives for the year ahead. 
It is only by keeping the focus on these issues, creating and testing new 
interventions and taking bold action, will we become a truly diverse and 
inclusive organisation.
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Black, Asian and Minority Ethnic (BAME)

Our Objectives for 2021-22 were to:

• Decrease the gap between job applications and those appointed 
from BAME groups

• Increase the overall BAME population in the NHSBSA to be 
representative of the general UK population 

• Increase BAME representation in Band 8b+ roles, to be 
representative of the NHSBSA workforce

• Increase leadership capability and understanding of race issues
• Ensure that BAME colleague voice and experience continues to be 

heard and acted on
• Build on achieving greater BAME visibility and role models across 

NHSBSA

Our outcomes in 2021-22 were: 

• The percentage of BAME appointments has increased by 0.48% 
from last year however the gap between applications and 
appointments has risen to 18.68% from 18.14% last year

• The BAME population in the NHSBSA increased to 9.98% but is 
short of the 15.2% population in England and Wales

• BAME representation in Band 8b+ roles has remained static since 
2021

• Our Let’s Talk About Race initiative was successfully piloted and is 
being rolled out across the organisation 

• We implemented ethnicity balanced interview panels for roles in 
Band 8a and above

• Working with our BAME Network, we built on achieving greater 
BAME visibility and role models across NHSBSA

Our Objectives for 2022-23 are to:

• Continue to decrease the gap between job applications and those 
appointed from BAME groups

• Increase the overall BAME population in the NHSBSA to be 
representative of the general UK   population 

• Increase BAME representation in Band 8b+ roles, to be 
representative of the NHSBSA workforce

• Continue to increase leadership capability and colleague 
understanding of race issues

• Ensure that BAME colleague voice and experience continues to be 
heard and acted on

• Build on achieving greater BAME visibility and role models across 
NHSBSA

• Provide leadership development for BAME colleagues to enable 
colleagues to maximise their potential and progress in their careers
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Our planned actions 2022-23 are to:

• Continue to increase leadership capability on race issues and 
provide learning and development opportunities for senior leaders 
and BAME Network members through our Reciprocal Mentoring 
for Inclusion Programme

• Introduce a leadership development programme with stretch 
opportunities for BAME colleagues, working in partnership 
with the BAME Network to implement this

• Continue to roll out our ‘Let’s Talk About Race’ race inclusion 
programme across the NHSBSA 

• Continue with the rollout of the next phases of Diverse 
Recruitment Panels project

• Support the development of a new recruitment and selection 
training package for our leaders to include unconscious bias and 
awareness of barriers to employment of BAME people

• Promote the use of the ‘My Equality and Diversity’ portal on 
Electronic Staff Record (ESR) to encourage more colleagues to 
declare their ethnic origin on ESR

• Further support and develop our BAME Network to achieve 
their aims and objectives

• Continue to build BAME visibility and awareness through 
campaigns and events
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Disability & Neurodiversity

Our Objectives for 2021-22 were to:

• Maintain Disability Confident Leader (Level 3) accreditation 
• Increase the population of disabled and neurodivergent colleagues 

in the NHSBSA to be representative of the general population 
• Increase representation from disabled and neurodivergent 

colleagues in Band 8b+ roles, to be representative of the NHSBSA 
workforce

• Improve the attraction rates in our recruitment from disabled and 
neurodivergent candidates and decrease the gap between job 
applications and those appointed

• Increase disability declaration rates in ESR by increasing the visibility 
and voices of our disabled colleagues

• Continue to increase leadership capability and understanding of 
disability and neurodiversity issues

• Ensure that disabled and neurodivergent colleague voice and 
experience continues to be heard and acted on

• Build on achieving greater disabled and neurodivergent visibility 
and role models across NHSBSA

Our outcomes in 2021-22 included: 

• Our disabled population rose by 0.37% on the previous year and 
is now 5.97% of our workforce

• Declaration rates in ESR for disability have improved, with non-
declaration rates decreasing from 10.03% to 8.14%

• Applications from disabled candidates have increased by 1.17% 
from 6.05% to 7.22%, and those appointed, up 1.73% to 5.61% 
from the previous year. Although not yet fully proportional, this is 
a marked improvement from last year when there was a drop of a 
third between the application and appointment stages. 

• The proportion of disabled colleagues in Band 7 or above has 
slightly increased from 16.23% in 2020-2021 to 16.28% in 2021-
2022
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Our objectives for 2022-23 are to:

• Maintain Disability Confident Leader (Level 3) accreditation 
• Increase the population of disabled and neurodivergent colleagues 

in the NHSBSA to be representative of the general UK population 
• Increase representation from disabled and neurodivergent 

colleagues in Band 7 plus roles, to be representative of the 
NHSBSA workforce

• Improve the attraction rates in our recruitment from disabled and 
neurodivergent candidates and continue to decrease the gap 
between job applications and those appointed

• Increase disability declaration rates in ESR by increasing the visibility 
and voices of our disabled colleagues

• Continue to increase leadership capability and understanding of 
disability and neurodiversity issues

• Ensure that disabled and neurodivergent colleague voice and 
experience continues to be heard and acted on

• Build on achieving greater disabled and neurodivergent visibility 
and role models across NHSBSA

Our planned actions 2022-23 are to:

• Promote the use of the ‘My Equality and Diversity’ portal on ESR to 
encourage more colleagues to declare their disability status on ESR

• Work with our Disability and Neurodiversity Network on the 
delivery of our WDES Action Plan and prepare for our next 
submission

• Revalidate our Disability Confident Leader status
• Support the development of a new recruitment and selection 

training package for our leaders to include unconscious bias 
and awareness of barriers to employment of disabled and 
neurodivergent people

• Develop a multi disciplinary Workplace Adjustments working group 
to support implementing Workplace Adjustments Passports for 
colleagues

• Further support and develop our Disability and Neurodiversity 
Network to achieve their aims and objectives

• Provide development opportunities for our Disability and 
Neurodiversity Network

• Continue to increase leadership capability on disability and 
neurodiversity through continued delivery to all managers of our 
Disability and Mental Health awareness programme

• Provide learning and development opportunities for senior leaders 
and Disability and Neurodiversity Network members through our 
Reciprocal Mentoring for Inclusion programme

• Continue to build visibility and awareness on disability and 
neurodiversity through campaigns and events

• Review the organisation’s progress on digital accessibility and 
create a governance infrastructure to support this
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LGBTQ+

Our objectives for 2021-22 were to:

• Increase the population of LGBTQ+ colleagues in the NHSBSA to 
be representative of the general population 

• Increase representation from LGBTQ+ colleagues in Band 8b+ 
roles, to be representative of the NHHBSA workforce

• Improve LGB+ declaration rates in ESR by continuing to improve 
the visibility and support for our LGBTQ+ colleagues

• Ensure that LGBTQ+ colleague voice and experience continues to 
be heard and acted on

• Increase leadership capability and understanding of LGBTQ+ issues
• Build on achieving greater LGBTQ+ visibility and role models across 

NHSBSA
• Maintain our Top 100 Employer ranking within Stonewall’s 

Workplace Equality Index

Our outcomes in 2021-22 included:

• We ranked 5th place in the Stonewall Workplace Equality Index 
Top 100 Employers 2022 and were awarded gold employer status 
within the scheme

• ESR declaration rates for sexual orientation have improved, with 
colleagues declaring as LGB+ increasing to 5.21% from 4.2% last 
year

• The proportion of LGBTQ+ colleagues in Band 7 or above has also 
increased from 17.48% in 2010-21 to 17.89% in 2020-21

Our objectives for 2022-23 are to:

• Increase the population of LGBTQ+ colleagues in the NHSBSA to 
be representative of the general UK population 

• Increase representation from LGBTQ+ colleagues in Band 7 plus 
roles, to be representative of the NHSBSA workforce

• Improve LGB+ declaration rates in ESR by continuing to improve 
the visibility and support for our LGBTQ+ colleagues

• Ensure that LGBTQ+ colleague voice and experience continues to 
be heard and acted on

• Increase leadership capability and understanding of LGBTQ+ issues
• Build on achieving greater LGBTQ+ visibility and role models across 

NHSBSA
• Maintain our Top 100 Employer ranking within Stonewall’s 

Workplace Equality Index
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Our planned actions 2022-23 are to:

• Work with our LGBTQ+ Network on our Stonewall Workplace 
Equality Index submission and delivery of the associated action 
plan

• Support the development of a new recruitment and selection 
training package for our leaders to include unconscious bias and 
awareness of  barriers to employment of LGBTQ+ people

• Continue to increase leadership capability on LGBTQ+ issues 
through delivery of LGBTQ+ awareness and allies sessions

• Re-launch our trans and non binary allies programme, including 
online delivery of this programme

• Promote the use of the ‘My Equality and Diversity’ portal on ESR to 
encourage more colleagues to declare their sexual orientation on 
ESR

• Continue to work with external organisations and support charities 
to engage with LGBTQ+ communities, such as participating in 
Pride events

• Further support and develop our LGBTQ+ Network to achieve their 
aims and objectives

• Provide development opportunities for our LGBTQ+ Network
• Provide learning and development opportunities for senior leaders 

and LGBTQ+ Network members through our Reciprocal Mentoring 
for Inclusion programme

• Continue to build visibility and awareness on LGBTQ+ issues 
through campaigns and events
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Women

Our objectives for 2021-22 were to:

• Continue to increase representation from women in Band 8b+ 
roles, to be representative of the NHSBSA workforce

• Continue to reduce the gender pay gap
• Reduce the gap between the average salaries of male and female 

colleagues
• Provide specific development opportunities for women to support 

capability and confidence to progress
• Continue to provide safe spaces and opportunities for our female 

colleagues to connect and share skills, knowledge and experiences
• Ensure that female colleague voice and experience continues to be 

heard and acted on
• Increase leadership capability and understanding of women’s 

equality and gender issues, including menopause

Our outcomes in 2021-22 included:

• The percentage of our female population in pay band 7 roles and 
above has increased from 13.5% in 2020-2021 to 14.17% in 
2021-2022 

• The gender pay gap increased from the previous year, by 1.7% to 
2.3% for the median gap in hourly pay and by 1.3% to 12.6% for 
the mean gap in hourly pay

• The gap between the average FTE annual pay of men and women 
in the NHSBSA increased by £574 to £5984

• Piloted and rolled out our Springboard programme to support the 
career development of our female colleagues
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Our objectives for 2022-23 are to:

• Continue to increase representation from women in Band 8b+ 
roles, to be representative of the NHSBSA workforce

• Reduce our gender pay gap
• Reduce the gap between the average salaries of male and female 

colleagues
• Provide specific development opportunities for women to support 

capability and confidence to progress
• Continue to provide safe spaces and opportunities for our female 

colleagues to connect and share skills, knowledge and experiences
• Ensure that female colleague voice and experience continues to be 

heard and acted on
• Increase leadership capability and understanding of women’s 

equality and gender issues, including menopause

Our planned actions for 2022-23 are to:

• Continue to embed the rollout of gender diverse panels for all 
recruitment within the NHSBSA

• Support women to maximise their potential through the 
Springboard career development programme for women

• Support the development of a new recruitment and selection 
training package for our leaders to include unconscious bias and 
awareness of  barriers to employment for women

• Continue to increase leadership capability on gender issues 
and provide learning and development opportunities for senior 
leaders and Women’s Network members through our Reciprocal 
Mentoring for Inclusion programme

• Further support and develop our Women’s Colleague Network and 
Menopause Champions Group to achieve their aims and objectives

• Continue to build visibility of female role models and increase 
awareness of women’s equality, gender, and menopause issues 
through campaigns and events

• Publish our Gender Pay Gap Report and develop an associated 
action plan, in partnership with our Women’s Network
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Summary

2021-2022 has been another challenging but successful year for diversity 
and inclusion in the NHSBSA, with huge progress made despite the 
continued challenges resulting from the pandemic. However, we know 
from analysing our workforce and recruitment data that there is still more 
we need to do to improve and build on our successes to ensure we’re a 
truly inclusive organisation for all colleagues, where the diversity within 
both our workforce and leadership community represents the populations 
we serve. 

In addition to the objectives for 2022-23 in the four areas of focus, we 
have an overarching NHSBSA strategic objective to maintain our Gold 
Standard Employer status with the Employers Network for Equality and 
Inclusion (ENEI) TIDE benchmark. This measures progress against all 
protected characteristics and is undertaken in addition to the external 
submissions and assessments we complete for the Stonewall Workplace 
Equality Index, NHS Workforce Disability and Race Equality Standards, and 
Disability Confident Scheme. Having our performance externally assessed is 
important in knowing where we are on our journey. 

Our new 2022-2025 Diversity and Inclusion Strategy will help us achieve 
our ambitious vision for diversity and inclusion within the NHSBSA over the 
next three years.
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