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Introduction 
 
 

The North East Ambulance Service NHS Foundation Trust operates across Northumberland, Tyne and 
Wear, Durham and Teesside.  

We provide scheduled and unscheduled care and for an area of around 3,230 square miles, we 
manage the 111 non-emergency service and we employ more than 2,500 people who serve our 
population of approximately 2.7million people. We currently have 65 Trust locations, including 56 
emergency care ambulance stations. A number of these stations also house scheduled care 
employees and vehicles and we share some of our sites with the fire and rescue services.  

This report provides an overview of our progress and achievements during 2019/20 in relation to 
equality, diversity and inclusion. 

 
 

 
Our commitment to equality, diversity and inclusion  
 
We are committed to advancing equality and promoting social inclusion. We recognise our 
responsibility to provide equal opportunities, eliminate discrimination and foster good relations in our 
activities as an employer, service provider and partner. 
 
We consider equality to be part of the day job and an essential part of providing excellent services. 

 
 
 
Aim 

To provide enhanced and world class healthcare to patients and service users from all diverse 
communities, where people are provided with services and employment opportunities that meet their 
needs and recognise the contribution they make. 

 
 
 
Equality objectives 

1. Improve the consistency and accessibility of services and information for patients 

2. Engage with patients from all diverse groups who report positive experiences of our services 

3. Promote equality and inclusion through enhanced involvement with our community and 
stakeholders 

4. Develop a modern and diverse workforce that is inclusive and representative of the patients we 
serve 

5. Ensure our leadership is committed to creating an environment that promotes and values equality 
and diversity and this is embedded in all we do. 
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Our mission, vision and values  

 
Our mission - why we wear our badge. Safe, effective and responsive care for all. 
 
The pride we place in delivering our services marks us out as second to none in terms of reliability, 
professionalism and compassion. People rely on us for the responsive services we provide all day, 
every day, throughout the North East. 

 
Our vision - where our badge will take us. Unmatched quality of care, every time we touch 
lives. 
 
Even in the most challenging situations we will strive to perform to the highest professional standards 
in a spirit of collaboration and teamwork, no matter what the circumstances. We will be acknowledged 
as the leading specialist care provider when looking after the patients in our care. 

 
 

Our Values  

• Respect 

• Take responsibility and be accountable 

• Compassion 

• Pride 

• Strive for excellence and innovation 

• Make a difference – day in day out 
 
 

The public sector equality duty 

 
The public sector equality duty, which is set out in section 149 of the Equality Act, encourages us 
to engage with the diverse communities to ensure that policies and services are appropriate and 
accessible to all and meet the different needs of the communities and people we serve. 

 
It consists of a general duty and requires us to have due regard to the need to: 

• Eliminate unlawful discrimination, harassment and victimisation and other conduct 
prohibited by Act 

• Advance equality of opportunity between persons who share a relevant protected 
characteristic and persons who do not share it 

• Foster good relations between persons who share a relevant protected characteristic and 
persons who do not share it. 

 
Having due regard means that we must take account of these three aims as part of our decision-
making processes; in how we act as an employer; how we develop, evaluate and review policy; how 
we design, deliver and evaluate services; and how we commission and buy services. We have 
specific duties requiring us as a public sector organisation to publish relevant, proportionate 
information to demonstrate our compliance. This must include:  

• Information relating to employees who share protected characteristics  

• are affected by our policies and practices, who share protected characteristics   
 
This report and the information contained within it provides evidence of compliance with our Public 
Sector Equality Duties for 2019-20. 
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Meeting our duties 
 

Our equality commitments are embedded in our corporate objectives and governed through a number 
of committees including an equality and diversity group, the patient experience and engagement group 
and our workforce committee and Patient Advice and Liaison Service (PALS).  
 
An overarching equality and diversity work plan is available that maps all our activities and work. 
 
Our equality strategy and related policies set out our commitments and working practices. 
 
We meet our legal duties in relation to the public sector equality duty and our mandated requirements 
for the equality delivery system 2, workforce disability and race equality standards, gender pay audit 
and most of the requirements outlined in the accessible information standard. We are also members of 
Employers Network for Equality and Inclusion and submit to their annual benchmarking. In 2019 we 
were externally assessed as a Disability Confident Leader and we are committed to this scheme. 

 
 
 
 

Progress during 2019-20 
 
We have completed a range of actions and initiatives to strengthen our approach to equality for 
employees, patients and stakeholders. 
 
The information below provides a summary of some of our achievements against each of our equality 
objectives over the last 12 months. 

 

Equality objective 1 

 
 
 
 

Improve the consistency and accessibility of services and information for patients. 

We have: 

• Introduced an NHS 111 leaflet in a range of community languages 

• Worked with regional partners to identify and train a number of BAME ambassadors to 
raise awareness of the support available to access our services such as Language 
Line and Recite Me 

• Worked with community stakeholders and patients to review the vehicle specification and 
launched a new, more accessible and dementia friendly vehicle for both emergency care 
and patient transport services 

• Influenced and contributed to the national ambulance vehicle specification through our 
work with our vehicle redesign group 

• Worked with the national Lions charity and participated in the national message in a 
bottle scheme to help vulnerable people and individuals with communication needs to 
provide information on their medical needs and support our employees 

• Provided training to all frontline employees on how to use and access the 
communications support guide helping patients to access our services and supporting 
employees to communicate with people with a range of communication needs 

• Continued to work towards the requirements of the Accessible Information Standard. 
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Equality objective 2 

Patients from all diverse groups report positive experiences of our services and are engaged.  

We have: 

• Undertaken a number of targeted initiatives to BAME, disabled and LGBT people and 
collected feedback on their views of our services and employment opportunities 

• Appointed a new survey supplier, a key consideration in our decision was improving 
data we can collate on people with protected characteristics and making our surveys 
more accessible. Unfortunately, this change means we are unable to report on survey 
results by protected characteristics for the 2019/20. This will be reinstated for 2020/21 

• We have reviewed the demographic categories we used in our surveys and updated 
them to reflect the latest guidance; gender identity can also now be recorded.  

• Feedback from Pride was very positive with 95.4% of respondents saying they would 
recommend our services to friends and family and all other indicators scored above 95% 

• Feedback from Mela was also very positive, 96.6% of respondents said they would 
recommend our services to friends and family and all other indicators scored above 97%. 

• We continue to work with local community organisations and emergency and NHS 
services to explore opportunities for joint working with diverse communities and improve 
our reach to ensure diverse community voices are heard 

• Our HealthWatch and Stakeholder Equality forums have grown over the last 12 months 
and continue to be a valuable source of feedback and insight into community needs 

 
 

Equality objective 3 

Promote equality and inclusion through enhanced involvement of our community and 
stakeholders. 

We have: 

• Engaged 41 schools, colleges and other organisations in our Restart-A-Heart 
campaign and trained more than 5,600 people this year 

• Launched the mini medics outreach programme to link to primary school children and 
raise awareness and train young people about our services, health and first aid. We 
delivered more than 130 activities since its launch  

• Attended more than 125 events with diverse groups of people from across the region 
including Pride, Mela, BAME community events, schools, colleges, agricultural shows 
and defib and CPR awareness  

• Held a range of Diverse-i-tea events to talk to stakeholders across the region about 
services and employment, explore what works and to help identify improvements that 
could be made 

• Supported five regional Pride events in Northumberland, Sunderland, Durham, 
Darlington and Newcastle with employees and members of the Proud@NEAS group 

• Supported the two Mela events in Middlesbrough and Newcastle with employees and 
members of the Together@NEAS BAME group  

• Leaders, employee network members and other employees attended the national 
ambulance BAME and LGBT conferences 

• Worked with stakeholders to review two Equality Delivery System 2 objectives  

• Engaged with stakeholders on the Workforce Race Equality Standard, Workforce 
Disability Equality Standard, Gender Pay Audit and the Accessible Information Standard 
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Equality objective 4 

Develop a modern and diverse workforce that is inclusive and representative of the patients we 
deliver services to. 

We have: 

• Externally assessed as a DWP Disability Confident Leader for our work to make NEAS 
a better place to work for disabled people 

• Promoted employment opportunities to BAME and LGBT people through community 
events, outreach activities and universities 

• Undertook targeted recruitment activities with BAME communities and introduced 
specific job workshops to support BAME applicants   

• Held a joint NHS BAME recruitment event attracting more than 400 people and helping 
to raise awareness of our Trust as an inclusive employer 

• Reviewed our recruitment literature promoting our Trust as an inclusive organisation  

• Worked with the Employers Network for Equality and inclusion to transfer over to their 
fully inclusive improvement framework and benchmarking scheme  

• Continue to identify and train hate crime champions in the Trust. We now have 46 trained 
champions supporting victims of hate incidents 

• Held a range of lunch and learn sessions across the year including events on trans and 
non-binary identities, hate incidents, disability, dementia, HIV/Aids 

• Participated in a regional rainbow rounders event and developed our own activity 

• Supported our employees network groups, chairs and their events and activities to 
ensure employees voices are head and the groups are part of our wider communications  

• A number of improvements across our Workforce Race Equality Standard metrics 

• Participated in the York University study into LGBT networks using their video booth.  

 

Equality objective 5 

Ensure our leadership is committed to creating an environment that promotes and values 
equality and diversity and this is embedded in all we do. 

We have: 

• Our board equality, diversity and inclusion champion attended a range of local, 
regional and national events, championing the agenda at a senior level  

• We undertook a targeted campaign to attract more BAME and diverse board members. 
17% of applications were from BAME people, we did not appoint to one of the posts 

• Senior leaders and employees attend and contributed at national events including the 
national Ambulance LGBT and BAME Conferences and Project D (diversity) 

• The board receive regular updates on progress and challenges faced by the Trust  

• Equality induction has been reviewed and is delivered face to face to every new 
employee when they join the Trust  

• Half-day management equality, diversity and inclusion sessions continue to be delivered 
to all employees at band 7 and above as part of the Compass leadership programme 

• Met our mandated and legal requirements for the Public Sector Equality Duty, Workforce 
Race Equality Standard, Workforce Disability Equality Standard and Gender Pay Audit.  
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Managing equality, diversity and inclusion 

 
 
 
 
 

Community engagement 

 

 
We continue to attend a range of community events to ensure we can reach out to all communities 
across the region. In 2019/20 we attended more than 250 regional events and our mini medics 
attended nearly 70 additional activities - the most we have ever attended.  

Our community engagement activity in 2019/20 focused on raising awareness of our services, how 
people should use them correctly, employment opportunities, volunteering, defibrillator awareness and 
Foundation Trust membership. We also launched our mini medics programme. 
 
We have collected service user feedback from Pride and Mela events, answered a variety of questions 
about the service and employment opportunities and explored how people with various communication 
needs can access our services. In addition, we have reviewed our corporate survey approach and 
have started to introduce a new more accessible system which we hope will improve our ability to 
survey people from diverse communities.  
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Summary of Pride feedback 2019 
 

 
 
We attended five Pride events in Durham, Northumberland, Darlington, Newcastle and Sunderland in 
2019, one more than the previous year. We engaged with the people attending each event and 
collected 328 responses to our 2019 Pride survey, more than ever before and this showed an 
improved likelihood for LGBT people to recommend our services to friends and family. 
 
Friends and family test – 95.4% of people said that they would recommend our services to friends 
and families which is an increase of 5.9% compared with 2018. 1.5% (-1.8%) said neither and 3.1% 
are unlikely to recommend our services, a decrease of -4.1% compared to 2018. Positive themes from 
the free text responses included: “whenever I've required medical care the team have always been 
friendly and caring”; “inclusive and professional”; “because in my experience the service was top 
class”; “the staff were so kind and helpful”; “staff very helpful and friendly, genuinely caring”. 
 
Would you consider NEAS as an employer – 75.7% of respondents would consider working for us, a 
decrease of 4.9% compared to 2019. The reasons people indicated that they would work for us mostly 
related to our sector not being their chosen profession or not being qualified. No negative comments 
were received about the organisation or its reputation as an employer. 
 
Of the people who had not used our service:  

• 100% said that they would be able to access services 

• 100% said they felt they would be treated fairly 

• 100% said they thought employees would treat them with dignity and respect 

• 98.4% said they were confident we would keep them safe 

• 95.2% felt that our services would meet their needs 
 
Of the people who had used our service:  

• 99.2% would use the service again 

• 98.9% were confident in the ability of our employees 

• 98.1% said they were treated with dignity and respect 

• 100% were confident in the care and treatment provided 

• 99.2% said they felt they were treated fairly 

• 97.7% felt that our services met their needs 

The feedback was very similar to 2018 with most questions plus or minus 1%. 
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Summary of Mela feedback 
 

 
 
We attended both Newcastle and Middlesbrough Mela again in 2019.  

 
A total of 359 surveys were completed, considerably more than previous years. We received positive 
feedback from most respondents. 
 
Friends and family test – 96.6% of people are likely or very likely to recommend them to family and 
friends: a decrease of 3.4% from 2018. 
 
Would you consider NEAS as an employer – 75.7% of all respondents would consider us as an 
employer, a decrease of 24.3% compared to 2018. On a positive note there are no concerns 
highlighted in the reasons for not wanting to work for us.    
 
Which service have you used in the past - none 25.9% (up from 20.2%), More than one service 

15.9% (up from 12.1%), Patient Transport Services 3.3% (down from 6.1%), 111 Services 21.5% 

(down from 23.5%) and Ambulance/999 33.4% (down from 38.4%). 

 
Of the people who had not used our service:  

• 98.9% said they would be able to access services 

• 98.9% think that NEAS would meet their needs if they needed to use our services  

• 98.9% said they were confident we would keep them safe 

• 100% said they felt they would be treated fairly 

• 97.9% felt that our services would meet their needs 
 
Of the people who had used our service:  

• 97.7% were confident in the ability of our employees 

• 99.3% said they were treated with dignity and respect 

• 97.7% were confident in the care and treatment provided 

• 99.3% said they felt they were treated fairly 

• 99.6% thought the service met their cultural/faith needs 

• 98.9% said they would use the service again  

The feedback was very similar to 2018 with most questions plus or minus 1%. 
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Partnership Working 
 
We continue to work closely with a range of partners from the NHS, emergency services, local 
government, third sector and community organisations, to help us to understand patient experiences 
and issues.  
 

Some of the partners we have worked with on equality, diversity and inclusion activities over the last 

12 months include: 

 

Alzheimer’s Society Jewish Community Council of Gateshead 

African Community Advice NE Jewish Communities Hatzolah project 

Aapna Services LGBT Federation (The Fed) 

Apna Ghar Women’s Centre  Mental Health Matters South Tyneside 

Be Trans North  MESMAC 

Becoming Visible Mind 

Coalition of Disabled People National Ambulance Diversity Forum 

Deaflink New Horizons  

Durham Pride Newcastle Chinese Society 

Eldon Bureau Newcastle Disability Forum 

Empowerment CIC  Newcastle Vision  

Equality North East North East and Cumbria Learning Disability 
Network 

Gateshead and South Tyneside Sight Service North East Dementia Alliance 

Gateshead Carers Association North East Equality and Diversity 

Gateshead Muslim Society Northern Pride 

Guidepost NUR Fitness 

Hartlepool Deaf Centre Royal National Institute for the Blind (RNIB) 

Hart Gables Sight Service  

Health and Race Equality Forum South Tyneside Regional Equality Forum 

Health Service Equality and Diversity 
Regional Leads Network 

Stonewall  

HealthWatch groups across the region Sunderland Bangladeshi Centre  

Hillcare Home Group Sunderland Pride 

International Community Organisation 
Sunderland (ICIS) 

Young Asian Voices 

Jewish Community Council of Gateshead Your Voice Counts 
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Engaging with employees 
 
Equality and diversity (E&D) group 

The group continues to meet quarterly. It monitors our progress in meeting the public sector equality 
duty, equality delivery system (EDS) 2, workforce race and disability equality standards, gender pay 
audits and our progress meeting the equality objectives outlined in our strategy and action plan. 
Employee issues feed into the Workforce committee and patient issues are reported to the Quality 
committee.  
 
Proud@NEAS lesbian, gay, bisexual and transgender employee network 

The group is well-established in the Trust. The Facebook, Twitter and intranet pages continue to keep 
employees up-to-date with the work of the group. Members are heavily involved in our pride activities 
and deliver and support a range of activities for LGBT people and allies each year. The group 
appointed a new chair in 2019 and the membership has grown. It has 142 Facebook members and 814 
Twitter followers.  
 
Together@NEAS Black, Asian and minority ethnic employee network 

The group is small due to our low numbers of BAME employees in the Trust. However, it is effective 
and has supported the Trust at Mela events, helps us to communicate to BAME employees and 
communities and provides an employee perspective on a range of issues. Members also support the 
Trust with the workforce race equality standard and help explore the NHS staff survey satisfaction by 
ethnicity. The group uses its Facebook site and the intranet page to communicate with BAME 
employees and allies.   
 
Able@NEAS disability employee network  

The group has developed a brand and identity over the last year and has been active in improving its 
communication, helping the organisation understand the NHS staff survey and respond to the 
workforce disability equality standard. The groups chair and members have been very active over the 
last year, their Facebook page has over 200 members and their recently launched Twitter page has 96 
followers.  

The group is in the very early stages of development but has a core group, a chair and is exploring a 
range of objectives to focus on. 
 

Stakeholders equality and diversity group 

The group is made up of a range of governors and stakeholders who support people from seldom heard 
communities. Interest and attendance have improved over the last year and. We have been able to 
attract new members. The group continues to take an active role in our review of our equality delivery 
system 2 grading process, it has reviewed two areas in 2019/20. 

 

Regional and national events 
Employees get involved in many of our community engagement activities across the region, supporting 
us to reach out, but also coming together for mutual benefit and building relationships. 
 
We have held a range of events focusing on our diverse employees and their needs. We invited people 
from across the UK to speak to employees about key areas of work and held numerous lunch and 
learn sessions. We have also supported employees to attend a number of regional and national events 
on equality, diversity and inclusion including the national ambulance LGBT and BME conferences.  
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Accessibility  
 

We have a good track record of working with communities to ensure our services are accessible. We 
have worked with disabled people, the Deaf community and people with specific communication needs 
to support us to design our vehicles, easy read leaflets, the content of our community factsheets, 
equality training, a communications support guide and accessible information. 
 
Over the last 12 months, we have: 

• Trained front line employees on how to use and access our communications support guide 

• Worked with regional and national partners on the accessible information standard 

• Renewed the ‘Recite Me’ website accessibility tool  

• Launched our dementia friendly and accessible vehicles  

• Developed a 111 leaflet in 12 community languages 

• Liaised with BAME communities to promote our services and access to interpreters 

• Continued with our service level agreements with a range of accessible information and support 
services providers. 

 
All of our public buildings are accessible and we are able to make changes to work stations and 
buildings to meet employees’ needs as required. We also provide specific equipment and adaptations 
to support people to carry out their roles. 
 
We have a number of ways in which people can access information in other formats, including: 
 

Language line Telephone interpretation service in more than 200 languages. 

Text relay A text relay service for deaf, hard of hearing and speech impaired 
people. 

SMS emergency text An add-on to the existing 999 and 18000 services that is available 
in the UK. It is designed to support service users who cannot use 
a voice service. 

British Sign 
Language (BSL) 
relay 

A web-based BSL service was launched in 2015 and is now 
available for deaf and hearing impaired people to use when 
contacting the 111 or 999 services. 

Accessible literature Information is available on request in large print, Braille, audio, 
easy read and other languages on request. 
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Frontline employees can also access multilingual emergency phrasebooks, community handbooks and 
our emergency services ‘z’ cards which provide basic British Sign Language finger spelling guidance.  
 
Our website has attained level AA World Wide Web Consortium's (W3C's) web content accessibility 
guidelines. We have a toolbar called ‘Recite Me’ on our website which also improves accessibility. It 
allows users to:   

• Convert text to speech 

• Change the background, text and link colours 

• Use a reading ruler  

• Use a page magnifier 

• Change the font and text size of words on the screen 

• Access written translation of text in over 50 languages  

• Access spoken translation of text in over 40 languages  

• Convert pages to plain text 

• Adjust the text margins while in plain text mode 

• Download text as words into MP3 format. 
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Employment and recruitment 
 
 

We continue to ensure that recruitment and selection processes are fair and transparent, and that 
policies and procedures are reviewed and monitored. 
 
A range of positive action initiatives have been delivered over the last 12 months including: 

• Undertook an external assessment against the JobCentre Plus Disability Confident scheme and 
assessed as a ‘Disability Confident Leader’ organisation  

• Working with regional NHS to plan and deliver a recruitment event targeting BAME people – we 
attracted over 400 people to attend  

• Distributing our recruitment literature which branded ourselves as an inclusive organisation at 
wide range of events and activities targeting people from under represented communities  

• Sending direct communications about recruitment opportunities to support organisations that 
help and support people from under represented communities 

• Promoting vacancies at events and targeting under-represented communities at events such as 
Pride, Mela,   

• Raising awareness of the Trust as an employer through visits to community groups  

• Including a positive statement on our approach to equality and diversity in all job adverts 

• Providing specific adverts in BAME and LGBT media to promote the Trust as an inclusive 
organisation and promoting specific vacancies 

• Developed BAME targeted communications and an advert for our non-executive board role  

• Reviewed and redeveloped our guidance to managers on supporting people with dyslexia and 
put in place a system to support employees with basic and full assessments  

• Held a range of lunch and learn sessions across the year, including trans and non-binary hate 
incidents, disability, dementia, HIV and aids.  

• Organising senior leaders and employees to attend and contribute at national events on LGBT 
and BAME conferences and gender equality events  

• Launched the Able@NEAS employee disability network 

• Continuing to deliver our half day inclusive leadership course as part of the Compass 
programme 

• Piloted a community ambassadors programme to train people and reach out to BAME people to 
promote awareness of the Trust as an employer  

• Worked with the Employers Network for Equality and inclusion to work towards compliance with 
their fully inclusive improvement framework and benchmarking scheme  

 
 

Equality analysis assessments  
 
This is a way of considering the effects of our services, policies, processes and decisions on 
different groups of people who are protected from discrimination by the Equality Act. 
 
The analysis helps us to consider if there are any unintended consequences or adverse impacts on 
people from protected groups in the way we provide services or employment.  
 
We have worked with the governance team to make this process more robust. We conducted our 
annual audit in 2019 which suggested that the process is well embedded but additional training is 
required for some employees to improve quality. The will be built into corporate training.  
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Equality Frameworks 
 
Disability confident                                                                

 
In 2019 we undertook the higher-level assessment 
against the JobCentre Plus disability confident scheme. 
We have been externally assessed as a Disability 
Confident Leader. This required us to do a range of 
activities to support disabled people in the workplace 
and support organisations regionally on their offer for 
disabled people.  

 
 
 
Stonewall diversity champion  
We continue to sign up and pro-actively promote ourselves 
internally and externally as a Stonewall diversity champion, 
with 2019/20 being our eleventh year. 
 
We have however moved away from using the Stonewall 
Top 100 employers benchmarking scheme to a scheme that 
includes all protected characteristics. 
 
 
Employer Network for Equality and Inclusion (ENEI)  
We signed up to this framework in Spring 2019 and have 
been using it as a guide to help us to manage and progress 
our work on equality, diversity and inclusion alongside the 
NHS Equality Delivery System 2 (EDS2) and our mandated 
and legal requirements. 
 
We are submitting to their external benchmarking 
programme for the first time in May 2020 and we will report 
on our progress in the next annual report.  
 
 
Dementia Friends 
We continue to be a dementia friendly organisation and we have signed up and trained our employees 
as part of the Alzheimer’s Society Initiative. To date we have trained 2,916 people and every new 
employee becomes a dementia friend as part of their induction. In 2019 we took our commitment one 
step further by working with the Alzheimer’s Society and others to develop a dementia friendly vehicle. 
We have 46 emergency ambulance and 44 patient transport vehicles in operation that have been 
approved as dementia friendly spaces following an extensive consultation and development process.  
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NHS staff survey results  
 

The survey allows us to assess our progress on a range of activities. Headline figures are very positive 
and overall for 2019 we were the best performing ambulance service. However, eight of the ten 
indicators have declined over the last 12 months. 
 

 
2017 

% 

2018 

% 

2019 

% 

Ambulance 
sector 

average % 

The organisation acts fairly with regard to career 
progression/ promotion, regardless of ethnic 
background, gender, religion, sexual orientation, 
disability or age 

68.3 67.2 69.4 74.4 

In the last 12 months have personally experienced 
harassment, bullying or abuse from 
patients/service users, their relatives or members 
of the public  

45.4 46 50.9 47 

In the last 12 months have personally experienced 
harassment, bullying or abuse from managers 

12.8 11.6 14.1 15.2 

The last 12 months have personally experienced 
harassment, bullying or abuse from colleagues  

13.1 14 16.1 18 

Satisfied with opportunities for flexible working 
patterns 

33.3 32.6 30.5 36.9 

In the last 12 months have personally experienced 
experienced discrimination from patients/service 
users, their relatives or other members of the public  

8.3 7.3 9.7 12.4 

In the last 12 months have personally experienced 
experienced discrimination from manager/team 
leader or other colleagues 

9.4 8.6 7.3 9.4 

Your employer has made adequate adjustments to 
enable you to carry out your work 

75 73.9 66.9 58.3 

Would recommend as a place to work 55.8 56.5 49.2 51.4 

If a friend or relative needed treatment I would be 
happy with the standard of care provided by this 
organisation 

75.3 79.4 75.7 73.5 

 

 

Procurement 
 

The Trust uses the NHS standard terms and conditions of contract, which include equality, diversity 
and human rights compliance.  All new contracts and service level agreements contain clauses and 
performance measures around duties and responsibilities under the Equality Act.  
 
We reviewed the process in 2019/20 following a poor return in 2019. We are asking contractors who 
procure over an agreed cost or those providing front facing services on our behalf to participate in this 
process and provide us with a range of data depending on the contract value/services they provide. 
 
The implementation of this process will be delayed due to our response to COVID-19 but we hope to 
implement it in 2020/21 financial year.   
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Equality Delivery System (EDS) 2 
 

We use this framework to assess our compliance against the Equality Act and meet the mandated 
requirements from NHS England. The new Equality Delivery System 3 (ED3) framework launch was 
delayed in 2019 and we expect it will be released in 2020. 
 
During 2019/20 the stakeholder equality group supported a review of two patient focused objectives:  

3.1  NHS recruitment and selection processes lead to a more representative workforce at all levels 

1.5  Screening, vaccination and health promotion services reach and benefit all local communities. 

 
Our year end 2019/20 position statement (objectives 3.1 – 4.3 reviewed with employees in 2018). 
 

 EDS2 Objective Grade 

1.1 
Services are commissioned, procured, designed and delivered to meet the 
health needs of local communities.  

Developing 

1.2 
Individual people’s health needs are assessed and met in appropriate and 
effective ways.  

Achieving 

1.3 
Transitions from one service to another, for people on care pathways, are 
made smoothly with everyone well-informed.  

Achieving 

1.4 
When people use NHS services their safety is prioritised and they are free 
from mistakes, mistreatment and abuse.  

Achieving 

1.5 
Screening, vaccination and other health promotion services reach and 
benefit all local communities. (Decision on grading was split, equal number 
of assessors graded us developing and achieving).   

Developing 

Achieving 

2.1 
People, carers and communities can readily access services and should not 
be denied access on unreasonable grounds.  

Achieving 

2.2 
People are informed and supported to be as involved as they wish to be in 
decisions about their care.  

Achieving 

2.3 People report positive experiences of the NHS. Achieving 

2.4 People’s complaints about services are handled respectfully and efficiently.  Developing 

3.1 
Fair NHS recruitment and selection processes lead to a more representative 
workforce at all levels.  

Achieving 

3.2 
The NHS is committed to equal pay for work of equal value and expects 
employers to use equal pay audits to help fulfil their legal obligations.  

Achieving 

3.3 
Training and development opportunities are taken up and positively 
evaluated by all staff.  

Achieving 

3.4 
When at work, staff are free from abuse, harassment, bullying and violence 
from any source.  

Achieving 

3.5 
Flexible working options are available to all staff consistent with the needs of 
the service and the way people lead their lives.  

Excelling 

3.6 Staff report positive experiences of their membership of the workforce.  Excelling 

4.1 
Boards and senior leaders routinely demonstrate their commitment to 
promoting equality within and beyond their organisations.  

Excelling 

4.2 
Papers that come before the Board and other committees identify equality-
related impacts including risks and say how these risks are to be managed.  

Excelling 

4.3 
Middle and other line managers support their staff to work in culturally 
competent ways within a work environment free from discrimination.  

Achieving 
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Workforce race equality standard 
 

We have met our mandated requirements outlined in the Workforce Race Equality Standard (WRES) for 
the fifth year running and continue to work towards the strengthened WRES for the ambulance sector. 
Data does not include NEASUS. 
 

We have proactively engaged with NHS England’s WRES department to undertake an assessment of 
current practice and explore how we can improve.   

 
More work has been undertaken in 2019/20 to progress equality for BAME people. This has included: 

• Leading on a regionwide BAME recruitment event with other NHS partners 

• Targeting recruitment activity to the BAME community including recruitment workshops, 
branding ourselves as an inclusive organisation and promoting opportunities via social media, 
radio and other events. Improved WRES metric, BAME people now equally likely to be 
appointed from shortlisting compared to white staff.  

• Attending regional events, Melas, Chinese New Year, African society annual event and other 
cultural, faith and community events 

• Recruited and trained 41 hate crime champions to improve support to employees 

• Supporting a member of the Trust to become a workforce race equality expert, one of only four 
in the North East. 

• Improving the number of BAME people who believe the Trust provides equal opportunities for 
career progression. This figure now exceeds white employees.  

• Improving our recruitment statistics, 0.7% more applications from BAME people  

• Worked with local BAME community organisations to raise awareness of ourselves as a service 
provider, employer and support available to access our services 

• Displayed posters of positive BAME role models, developed intranet and social media content 
and developed a month of activity for Black History Month  

• Data this year shows we continue to perform well in relation to BAME people moving from 
shortlisting to the appointment stage. We have seen more BAME people joining the Trust but 
we need to further work on retention of BAME employees.  

 
 
Comparing the data from 31st March 2020 to the previous year indicates: 

• Overall employee profile, we have seen a small decrease in the number of non-white people 
working for the trust 41 (1.5%) compared to 42 (1.5%) last year 

• BAME Employees at band 8+, we have seen a reduction in non-white people at band 8+ 
compared to last year 

• Relatively likelihood of BAME people being appointed from shortlisting compared to white 
people. We continue to perform well, BAME people are as likely to be appointed from 
shortlisting compared to White people, we have maintained our performance on this achieved 
last year (0.99)   

• Relatively likelihood of BAME employees entering the formal disciplinary process compared to 
white people.  We continue to perform well. Over the two-year period, BAME employees are as 
likely to be involved in this process as white employees (1.04) 

• Relatively likelihood of BAME employees accessing non-mandatory training, BAME employees 
fair better than White employees (0.47)  
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• Harassment and bullying from patients, relatives and the public. We have seen an increase for 
both BAME and white employees 44% of white employees reported bullying and harassment 
(41% in 2019) and 36.8% of BAME employees (28% in 2019)   

• Harassment and abuse from employee, we have seen an improving picture for BAME 
employees 21.1% compared to 33% in 2019. Percentages for white employees has increased 
to 23.9% from 20% last year   

• The Trust provides equal opportunities for career progression, BAME employees 85.7% (79%, 
2019) report higher levels of satisfaction than white employees (73.8% (73%, 2019). Work 
ongoing to promote opportunities for career progression to this group is having a positive 
impact.  

• Have you personally experienced discrimination from manager/team leader/other colleague, in 
the last 12 months, BAME employees 15.8% (22%, 2019) showing an improving picture but still 
higher than white employees 6.8% (7%, 2019)  

• All board members identify as white. We have undertaken work over the last year to recruit to 
one non-executive director (NED) and introduced two associate NED positions and actively 
targeted recruitment to BAME people. Although we received high levels of interest, we were not 
able to secure a BAME appointment to either position. 
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Workforce race equality standard report 2020 
 

    2019 2020 

INDICATOR 
DATA 
ITEM 

  MEASURE 
WHITE BAME 

ETHNICITY 
UNKNOWN 

/NULL 
WHITE BAME 

ETHNICITY 
UNKNOWN 

/NULL 

            

1 

Percentage of staff in each 
of the AfC Bands 1-9 OR 
Medical and Dental 
subgroups and VSM 
(including executive Board 
members) compared with 
the percentage of staff in the 
overall workforce 

  1a) Non-clinical workforce         

1 Under Band 1 Headcount 6 0 0 0 0 0 

2 Band 1 Headcount 0 0 0 20 0 0 

3 Band 2 Headcount 52 2 3 62 3 1 

4 Band 3 Headcount 383 6 6 121 4 8 

5 Band 4 Headcount 102 0 15 60 1 5 

6 Band 5 Headcount 119 3 10 113 0 7 

7 Band 6 Headcount 54 1 6 55 1 4 

8 Band 7 Headcount 38 2 2 41 3 3 

9 Band 8A Headcount 20 2 2 17 2 2 

10 Band 8B Headcount 10 0 0 13 0 0 

11 Band 8C Headcount 8 0 0 8 0 0 

12 Band 8D Headcount 2 0 1 3 0 1 

13 Band 9 Headcount 0 0 0 0 0 0 

14 VSM Headcount 6 0 0 7 0 0 

  1b) Clinical workforce of which non-medical 

15 Under Band 1 Headcount 14 0 0 0 0 0 

16 Band 1 Headcount 2 0 1 0 1 0 

17 Band 2 Headcount 448 4 27 365 4 21 

18 Band 3 Headcount 412 3 21 726 10 22 

19 Band 4 Headcount 52 0 1 118 0 10 

20 Band 5 Headcount 296 8 10 273 6 9 

21 Band 6 Headcount 533 2 57 562 6 49 

22 Band 7 Headcount 59 0 0 65 0 7 
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   2019 2020  

DATA 
ITEM 

  MEASURE WHITE BAME 
ETHNICITY 
UNKNOWN 

/NULL 
WHITE BAME 

ETHNICITY 
UNKNOWN 

/NULL 
BME 

23 Band 8A Headcount 3 0 7 4 0 0 

24 Band 8B Headcount 2 2 1 1 0 0 

25 Band 8C Headcount 1 0 0 2 0 0 

26 Band 8D Headcount 0 0 0 0 0 0 

27 Band 9 Headcount 0 0 0 0 0 0 

28 VSM Headcount 7 0 0 0 0 0 

  Of which medical & dental     

29 Consultants Headcount 1 0 0 2 0 0 

30 
  of which Senior medical 
manager 

Headcount 0  0  0  0 0 0 

31 Non-consultant career grade Headcount 11 7 0 7 0 0 

32 Trainee grades Headcount 0 0 0 0 0 0 

33 Other Headcount 0 0 0 1 0 0 

2 
Relative likelihood of staff 
being appointed from 
shortlisting across all posts 

34 Number of shortlisted applicants Headcount 2548 118 22 2477 115 26 

35 
Number appointed from 
shortlisting 

Headcount 346 18 3 363 17 4 

36 
Relative likelihood of 
shortlisting/appointed 

Auto 
calculated 

13.58 15.25 13.64 14.65 14.78 15.38 

37 
Relative likelihood of White staff 
being appointed from shortlisting 
compared to BME staff 

Auto 
calculated 

0.89     0.99   

3 

Relative likelihood of staff 
entering the formal 
disciplinary process, as 
measured by entry into a 
formal disciplinary 
investigation 
 
Note: indicator based on a 
two year rolling average  

38 Number of staff in workforce 
Auto 
calculated 

2641 42 170 2646 41 149 

39 
Number of staff entering the 
formal disciplinary process 

Headcount 120 1 5 186 3 6 

40 
Likelihood of staff entering the 
formal disciplinary process 

Auto 
calculated 

4.54 2.38 2.94 7.03 7.32 4.03 

41 
Relative likelihood of BME staff 
entering the formal disciplinary 
process compared to White staff 

Auto 
calculated 

  0.52    1.04  
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    2019 2020 

  
DATA 
ITEM 

  MEASURE WHITE BAME 
ETHNICITY 
UNKNOWN 

/NULL 
WHITE BAME 

ETHNICITY 
UNKNOWN 

/NULL 

4 
Relative likelihood of staff 
accessing non-mandatory 
training and CPD 

42 
Number of staff in workforce 
(White) 

Auto 
calculated 

2641 42 170 2711 41 
156 

 

43 
Number of staff accessing non-
mandatory training and CPD 
(White): 

Headcount 1219 19 85 1211 36 56 

44 
Likelihood of staff accessing 
non-mandatory training and 
CPD 

Auto 
calculated 

46.16 45.24 50.00 45.77 87.80 38.58 

45 

Relative likelihood of White staff 
accessing non-mandatory 
training and CPD compared to 
BME staff 

Auto 
calculated 

1.02    0.52   

5 

KF 25. Percentage of staff 
experiencing harassment, 
bullying or abuse from 
patients, relatives or the 
public in last 12 months  

46 

% of staff experiencing 
harassment, bullying or abuse 
from patients, relatives or the 
public in last 12 months  

Percentage 41 28   44 36.8  

6 

KF 26. Percentage of staff 
experiencing harassment, 
bullying or abuse from staff 
in last 12 months  

47 
% of staff experiencing 
harassment, bullying or abuse 
from staff in last 12 months  

Percentage 20 33   23.9 21.1  

7 

KF 21. Percentage believing 
that trust provides equal 
opportunities for career 
progression or promotion 

48 
% staff believing that trust 
provides equal opportunities for 
career progression or promotion 

Percentage 73 79   73.8 85.7  

8 

Q17. In the last 12 months 
have you personally 
experienced discrimination 
at work from any of the 
following? b) Manager/team 
leader or other colleagues 

49 

% staff personally experienced 
discrimination at work from 
Manager/team leader or other 
colleague 

Percentage 7 22   6.8 15.8  
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    2019 2020 

  
DATA 
ITEM 

  MEASURE WHITE BAME 
ETHNICITY 
UNKNOWN 

/NULL 
WHITE BAME 

ETHNICITY 
UNKNOWN 

/NULL 

9 

Percentage difference 
between the organisations’ 
Board voting membership 
and its overall workforce 
 
Note: Only voting members 
of the Board should be 
included when considering 
this indicator 

50 Total Board members Headcount 13 0 0 13 0 0 

51 
 of which: Voting Board 
members 

Headcount 13 0 0 13 0 0 

52 
:Non-Voting Board 
members 

Auto 
calculated 

0 0 0 0 0 0 

53 Total Board members 
Auto 
calculated 

13 0 0 13 0 0 

54 
 of which: Exec Board 
members 

Headcount 6 0 0 7 0 0 

55 
:Non-Executive Board 
members 

Auto 
calculated 

7 0 0 6 0 0 

56 
Number of staff in overall 
workforce 

Auto 
calculated 

2641 42 170 2646 41 149 

57 
Total Board members - % 
by Ethnicity 

Auto 
calculated 

100% 0.0% 0.0% 100% 0.0% 0.0% 

58 
Voting Board Member - % 
by Ethnicity 

Auto 
calculated 

100% 0.0% 0.0% 100% 0.0% 0.0% 

59 
Non-Voting Board 
Member - % by Ethnicity 

Auto 
calculated 

100% 0.0% 0.0% 100% 0.0% 0.0% 

60 
Executive Board Member 
- % by Ethnicity 

Auto 
calculated 

100% 0.0% 0.0% 100% 0.0% 0.0% 

61 
Non-Executive Board 
Member - % by Ethnicity 

Auto 
calculated 

100% 0.0% 0.0% 100% 0.0% 0.0% 

62 
Overall workforce - % by 
Ethnicity 

Auto 
calculated 

92.6% 1.5% 6.0% 93.3% 1.4% 5.3% 

63 
Difference (Total Board -
Overall workforce) 

Auto 
calculated 

7.4% -1.5% -6.0% 6.77.4% -1.4% -5.3% 
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Workforce Disability Equality Standard Summary 2020 
 

Summary  

We have met our mandated requirements outlined in the Workforce Disability Equality Standard 
(WDES) for the second year running and continue to work towards the strengthened WDES for the 
ambulance sector. 

  

We have proactively engaged with NHS England’s WDES department to undertake an assessment of 
current practice and explore how we can improve.  Data does not include NEASUS. 

 

More work has been undertaken in 2019/20 to progress equality for disabled people. This has 
included 

• Launching and branding our Able@NEAS disability staff network  

• Training all front-line staff on the Communications Support Guide to assist a range of people 
with additional communication needs 

• Recruited and trained 41 hate crime champions to improve support to employees  

• Becoming a Disability Confident leader organisation  

• Undertaken consultation events with a range of disability groups to understand their needs 
and raise awareness of the support that is in place to assist people 

• Continue to use the ‘ReciteMe’ tool bar on our website to make it more accessible to people 
with a range of needs 

• Supporting people in the Trust with a range or reasonable adjustments to support them at 
their workstation and offer flexibility in the way they do their role  

• Reviewed our Dyslexia Guidance and put new systems in place to ensure employees can 
have an external assessment by a regional body 

 
 
Comparing the data from 31st March 2020 to the previous year indicates: 

• 6.1% of our workforce identified as being disabled the 0.3% more than the previous year 

• The number of disabled employees at band 8+ in non-clinical grades is similar to our 
organisation profile and last year, no clinical employees at band 8+ identify or declare as 
disabled 

• The relatively likelihood of disabled and non-disabled people being appointed from 
shortlisting has declined this year. Non-disabled employees are 1.38 times more likely to be 
appointed compared to 1.06 last year  

• No disabled employees have been involved in formal capability over the last two years. All 
involved in this process were non-disabled  

• Harassment, bullying and abuse from patients, disabled employees report higher levels 
48.4% (44.4, 2019) compared to non-disabled employees 42.3% (39.3%, 2019) 

• Harassment, bullying, abuse from managers, disabled employees report higher levels 19% 
(16.5%, 2019) compared to non-disabled employees 10.9% (8.8%, 2019) 

• Harassment, bullying, abuse from colleagues, disabled employees report higher levels 
24.8% (19.1%, 2019) compared to non-disabled employees 13% (12.1%, 2019) 
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• Disabled employees 47.3% (43.3%, 2019) are more likely to report harassment, bullying and 
abuse if they experienced it in the last 12 months than non-disabled employees 41.1% 
(43.3%, 2019)  

• Disabled employees 69.3% (68.5%, 2019) believe that the Trust provides equal opportunities 
for career progression or promotion. This has increased slightly but remains lower than non-
disabled employees 75.7% (74.4%, 2019) 

• A greater number of disabled employees 40.5% (39.1%, 2019) state they feel pressure to 
come to work when unwell compared to non-disabled employees 27.6% (32.6%, 2019) 

• Disabled employees 32% (33.6%, 2019) are less satisfied with the extent the organisation 
values their work compared to non-disabled employees 35% (37.9%, 2019) 

• 73.5 (77.7%, 2019) of disabled employees say that we have made adequate reasonable 
adjustments; a drop of more than 4% 

• Disabled employees 6.1 (6.3, 2019) have a lower engagement score than non-disabled 
employees 6.4 (6.7, 2019) and overall 6.4 

• No board member has declared a disability  

• We could improve disclosure rates in relation to disability on the ESR system, more than 
11% of employees have not answered the disability question or preferred not to say, 
compared to 5% for ethnicity.  
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Workforce disability equality standard report 2020 

             

Metric indicator Item  Descriptor 

2019 2020 

Disabled 
Non-

disabled 
Disability 
unknown 

Overall 
staff 

Disabled 
Non-

disabled 
Disability 
unknown 

Overall 
staff 

Total % Total % Total % Total Total % Total % Total % Total 

1 

Percentage of staff 
in AfC paybands 
or medical and 
dental subgroups 
and very senior 
managers 
(including 
Executive Board 
members) 
compared with the 
percentage of staff 
in the overall 
workforce. The 
data for this Metric 
should be a 
snapshot as at 31 
March 2019 

   1a) Non Clinical staff             

1 Bands 1  1 17% 5 83% 0 0% 6 0 0% 4 100% 0 0% 4 

2 Bands 2 5 9% 48 83% 5 9% 58 5 8% 57 86% 4 6% 66 

3 Bands 3 35 9% 339 86% 19 5% 393 12 9% 108 81% 13 10% 133 

4 Bands 4 8 7% 92 78% 18 15% 118 3 5% 55 83% 8 12% 66 

5 Bands 5 9 7% 97 75% 23 18% 129 10 8% 89 74% 21 18% 120 

6 Bands 6 3 5% 49 78% 11 17% 63 4 7% 49 82% 7 12% 60 

7 Bands 7 1 2% 36 88% 4 10% 41 1 2% 41 87% 5 11% 47 

8 Bands 8a 0 0% 21 95% 1 5% 22 1 5% 18 86% 2 10% 21 

9 Bands 8b 2 20% 6 60% 2 20% 10 2 15% 9 69% 2 15% 13 

10 Bands 8c 1 13% 7 88% 0 0% 8 1 13% 6 75% 1 13% 8 

11 Bands 8d 0 0% 2 100% 0 0% 2 0 0% 4 100% 0 0% 4 

12 Bands 9 0 0% 0 0% 0 0% 0 0 0% 0 0% 0 0% 0 

13 VSM 0 0% 6 100% 0 0% 6 0 0% 7 100% 0 0% 7 

14 Other 0 0% 0 0% 0 0% 0 0 0% 1 100% 0 0% 1 

15 Cluster 1 (Bands 1 - 4) 49 9% 484 84% 42 7% 575 20 7% 224 83% 25 9% 269 

16 Cluster 2 (Band 5 - 7) 13 6% 182 78% 38 16% 233 15 7% 179 79% 33 15% 227 

17 Cluster 3 (Bands 8a - 8b) 2 6% 27 84% 3 9% 32 3 9% 27 79% 4 12% 34 

18 Cluster 4 (Bands 8c - 9 & VSM) 1 6% 15 94% 0 0% 16 1 5% 17 89% 1 5% 19 
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Metric indicator Item  Descriptor 

2019 2020 

Disabled 
Non-

disabled 
Disability 
unknown 

Overall 
staff 

Disabled 
Non-

disabled 
Disability 
unknown 

Overall 
staff 

Total % Total % Total % Total Total % Total % Total % Total 

1. 

Percentage of staff 
in AfC paybands 
or medical and 
dental subgroups 
and very senior 
managers 
(including 
Executive Board 
members) 
compared with the 
percentage of staff 
in the overall 
workforce. The 
data for this Metric 
should be a 
snapshot as at 31 
March 2019 

  1b) Clinical staff 

19 Bands 1  1 5% 18 95% 0 0% 19 1 6% 16 94% 0 0% 17 

20 Bands 2 19 4% 399 84% 59 12% 477 16 4% 324 83% 50 13% 390 

21 Bands 3 23 5% 366 84% 48 11% 437 51 7% 650 86% 57 8% 758 

22 Bands 4 4 8% 41 77% 8 15% 53 8 6% 101 79% 19 15% 128 

23 Bands 5 27 9% 260 82% 29 9% 316 25 9% 235 82% 28 10% 288 

24 Bands 6 26 4% 460 78% 104 18% 590 34 6% 483 78% 100 16% 617 

25 Bands 7 0 0% 57 86% 9 14% 66 0 0% 62 86% 10 14% 72 

26 Bands 8a 0 0% 5 71% 2 29% 7 0 0% 4 100% 0 0% 4 

27 Bands 8b 0 0% 2 100% 0 0% 2 0 0% 1 100% 0 0% 1 

28 Bands 8c 0 0% 0 0% 2 100% 2 0 0% 1 50% 1 50% 2 

29 Bands 8d 0 0% 1 100% 0 0% 1 0 0% 0 0% 0 0% 0 

30 Bands 9 0 0% 0 0% 0 0% 0 0 0% 0 0% 0 0% 0 

31 VSM 0 0% 7 100% 0 0% 7 0 0% 7 100% 0 0% 7 

32 
Medical & Dental Staff, 
Consultants 

0 0% 1 100% 0 0% 1 0 0% 2 100% 0 0% 2 

33 
Medical & Dental Staff, Non-
Consultants career grade 

1 6% 16 94% 0 0% 17 0 0% 0 0% 0 0% 0 

34 
Medical & Dental Staff, dental 
trainee 

0 0% 0 0% 0 0% 0 0 0% 0 0% 0 0% 0 

35 Other 0 0% 0 0% 0 0% 0 0 0% 0 0% 0 0% 0 

36 Cluster 1 (Bands 1 - 4) 47 5% 824 84% 115 12% 986 76 6% 1091 84% 126 10% 1293 

37 Cluster 2 (Band 5 - 7) 53 5% 777 80% 142 15% 972 59 6% 780 80% 138 14% 977 

38 Cluster 3 (Bands 8a - 8b) 0 0% 7 78% 2 22% 9 0 0% 5 100% 0 0% 5 

39 Cluster 4 (Bands 8c - 9 & VSM) 0 0% 8 80% 2 20% 10 0 0% 8 89% 1 11% 9 

40 
Cluster 5 (Medical & Dental 
Staff, Consultants) 

0 0% 1 100% 0 0% 1 0 0% 2 100% 0 0% 2 

41 
Cluster 6 (Medical & Dental 
Staff, Non-Consultants career 
grade) 

1 6% 16 94% 0 0% 17 0 0% 0 0% 0 0% 0 

42 
Cluster 7 (Medical & Dental 
Staff, Medical and dental trainee 
grades) 

0 0% 0 0% 0 0% 0 0 0% 0 0% 0 0% 0 
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Metric indicator Item  Descriptor 

2019 2020 

Disabled Non-disabled 
Disability 
unknown 

Overall 
staff 

Disabled 
Non-

disabled 
Disability 
unknown 

Overall 
staff 

Total % Total % Total % Total Total % Total % Total % Total 

2 

Relative 
likelihood of 
Disabled staff 
compared to non-
disabled staff 
being appointed 
from shortlisting 
across all posts.  
 
 

43 
Number of shortlisted 
applicants 

153 5.7% 2535 94.3%    168  2414 
    

44 
Number appointed from 
shortlisting 

22 6% 345 94%    18  357 
    

45 
Relative likelihood of 
shortlisting/appointed 

0.14       0.11  0.15  
   

46 

Relative likelihood of Disabled 
staff being appointed from 
shortlisting compared to Non-
Disabled staff 

1.06       1.38    

   

 Relative 
likelihood of 
Disabled staff 
compared to non-
disabled staff 
being entering 
the formal 
capability 
process 

47 Number of staff in workforce 166 5.8% 2341 82.1% 344 12.1% 2851 174 6.1% 2334 82.3% 328 11.6% 2836 

3 

48 
Number of staff entering the 
formal capability process 

0 0 6 100%    0 0 8 100% 
   

49 
Likelihood of staff entering the 
formal capability process 

0  0     0  0  
   

50 

Relative likelihood of Disabled 
staff entering the formal 
capability process compared to 
Non-Disabled staff 

  0       0  

   

4 

a) Percentage of 
Disabled staff 
compared to non-
disabled staff 
experiencing 
harassment, 
bullying or abuse  
  
b) Percentage 
saying that the 
last time they 
experienced 
harassment, 
bullying or abuse 
at work, they or a 
colleague 
reported it.  

51 

% of staff experiencing 
harassment, bullying or abuse 
from patients/service users, 
their relatives or other 
members of the public  

261 44.4% 901 39.3%    308 48.4% 898 42.3% 

   

52 
% of staff experiencing 
harassment, bullying or abuse 
from managers  

260 16.5% 896 8.8%    306 19.0% 897 10.9% 
   

53 
% of staff experiencing 
harassment, bullying or abuse 
from other colleagues  

257 19.1% 892 12.1%    303 24.8% 895 13.0% 
   

54 

% of staff saying that the last 
time they experienced 
harassment, bullying or abuse 
at work, they or a colleague 
reported it  

118 44.9% 356 43.3%    165 47.3% 389 41.1% 
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Metric indicator Item  Descriptor 

2019 2020 

Disabled 
Non-

disabled 
Disability 
unknown 

Over
all 

staff 
Disabled 

Non-
disabled 

Disability 
unknown 

Overall 
staff 

Total % Total % Total % Total Total % Total % Total % Total 

5 

Believing that the 
Trust provides 
equal opportunities 
for career 
progression or 
promotion.  

55 

% of staff believing that the 
Trust provides equal 
opportunities for career 
progression or promotion. 

181 68.5% 628 74.4%    218 69.3% 614 75.7%    

6 

Felt pressure from 
their manager to 
come to work, 
despite not feeling 
well enough to 
perform their 
duties.  

56 

% of staff saying that they 
have felt pressure from their 
manager to come to work, 
despite not feeling well enough 
to perform their duties. 

207 39.1% 487 32.6%    242 40.5% 497 27.6%    

7 

Satisfied with the 
extent to which 
their organisation 
values their work. 

57 

% staff saying that they are 
satisfied with the extent to 
which their organisation values 
their work. 

262 33.6% 902 37.9%    312 32.0% 901 35.0%    

8 

Employer has 
made adequate 
adjustment(s) to 
enable them to 
carry out their 
work. 

58 

% of disabled staff saying that 
their employer has made 
adequate adjustment(s) to 
enable them to carry out their 
work. 

166 77.7%       196 73.5%      

9a 

a) The staff 
engagement score 
for Disabled staff, 
compared to non-
disabled staff and 
the overall 
engagement score  

59 

The staff engagement score 
for Disabled staff, compared to 
non-disabled staff and the 
overall engagement score for 
the organisation. Average 6.6 

265 6.3 904 6.7    313 6.1 903 6.4   6.4 

9b 

b) Has your Trust 
taken action to 
facilitate the voices 
of Disabled staff in 
your organisation   

60 

Has your Trust taken action to 
facilitate the voices of Disabled 
staff in your organisation to be 
heard? (yes) or (no)  

Yes      Yes      
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Metric indicator Item  Descriptor 
2019 2020 

Disabled Non-Disabled Disabled Non-Disabled 

10 

Percentage 
difference between 
the organisation’s 
Board voting 
membership and 
its organisation’s 
overall workforce, 
disaggregated: 
 
• By Voting 
membership of the 
Board 
The data for this 
metric should be a 
snapshot as of 
31st March 2019 

61 Total Board members 0 13 0 13 

62  of which: Voting Board members 0 13 0 13 

63  : Non-voting Board members 0 0 0 0 

64 Total Board members 0 13 0 13 

65  of which: Exec Board members 0 6 0 6 

66  : Non-Executive Board members 0 7 0 7 

67 Number of staff in overall workforce 166 2341 174 2334 

68 
Total Board members - % by 
disability 

0% 100% 0% 100% 

69 
Voting Board Member - % by 
disability 

0% 100% 0% 100% 

70 
Non-voting Board Member - % by 
disability 

0% 0% 0% 0% 

71 
Executive Board Member - % by 
disability 

0% 100% 0% 100% 

72 
Non-Executive Board Member - % by 
disability 

0% 100% 0% 100% 

73 Overall workforce - % by disability 6% 82% 6% 82% 

74 
Difference (Total Board - overall 
workforce) 

-6% 18% -6% 18% 

75 
Difference (Voting membership - 
overall workforce) 

-6% 18% -6% 18% 

76 
Difference (Executive membership - 
overall workforce) 

-6% 18% -6% 18% 
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Gender pay audit 2020 
 
 
The data was collected on 31st March 2020. This national report has slightly different parameters to 
our workforce data and indicates we have 2,797 (24 fewer than we report elsewhere in this 
document). This shows our workforce consisted of 1,279 (45.7%) females and 1,518 (54.3%) males. 
Data does not include NEASUS. 
 
Summary  
 
Comparing 2019/20 data with 2018/19, this indicates:  

• The mean average pay differential has reduced by 1% to 1.1%  

• The median average pay differential has increased from 0 to 0.7% 

• 46.4% of women feature in quartile 1 compared to 53.6% of men, 2.5% more men compared 
to 2019 

• 45.4% of women feature in quartile 2 compared to 54.6% of men. 5.6% more women are in 
this quartile compared to 2019 

• 49.2% of women feature in quartile 3 compared to 50.8% of men, 4.3% more women are in 
this quartile compared to 2019 

• 42% of women feature in quartile 4 compared to 58% of men. 3.7% more women are in this 
quartile compared to 2019 

• Women represent 45.7% of our workforce and men 54.3%, 2.9% more women in the 
workplace than the previous year. 

 
Quartile - four equal groups into which our whole staff profile can be divided 

 

 

Mean and median rates   

The mean hourly rate is calculated for each employee based on 'ordinary pay', which includes basic 

pay and any shift pay and allowances.  

 

Gender 

2020 2020 2019 2019 

Mean Hourly 
Rate 

Median Hourly 
Rate 

Mean Hourly 
Rate 

Median Hourly 
Rate 

Male £13.40 £11.79 £11.98 £10.15 

Female £13.25 £11.70 £11.72 £10.15 

Difference 0.1 0 0.3 0 

Pay Gap % 1.1 0.7 2.1 0 

 

 

 
 
 
 
 
 
 

Mean = 1.1% 

Median = 0.7% 
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Quartile analysis of hourly rates  

The data below ranks our full-pay employees from highest to lowest paid, divided this into four equal 
parts (quartiles) and then works out the percentage of men and women in each. 

 

 2020 2019 

Quartile Female % Male % Female % Male % 

1 46.4 53.6 49 51 

2 45.4 54.6 39.8 60.2 

3 49.2 50.8 44.9 55.1 

4 42 58 38.3 61.7 

 
 
 
 

 
 
 
 
Bonus payments 

 

No bonus payments were made in 2019/20. 

 

 

Conclusions 

 

The data over the last four years suggest we have made significant progress towards employing an 

equal level of men and women across our pay quartiles. We have improved our mean pay again, 

however we have seen a small increase in our median pay differential. We will continue to take steps 

to reduce our mean pay gap and continue to explore best practice across the sector and beyond. 
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Challenges for the year ahead 
 
We have identified a number of challenges for the year ahead. These include: 

• Review our equality, diversity and inclusion objectives 

• Develop activity to build on the developing areas outlined in the EDS2 gradings 

• Improve knowledge and access to reasonable adjustments for disabled people 

• Improve access to Board membership for under-represented groups 

• Improve the Trust’s approach to bullying and harassment  

• Improve data and analytics about how people from diverse group fare in the recruitment 
process 

• Continue to target promotion of recruitment opportunities to under represented groups  

• Explore reasons for higher levels of BAME people leaving the Trust 

• Explore the issues for BAME, LGBT and disabled employees highlighted in the NHS staff 
survey  

• Improve data on the demographic profile of service users 

• Review our approach to assurance from suppliers about how they support us to meet our 
public sector equality duties 

• Deliver a comprehensive engagement programme for seldom heard communities 

• Review the learning from our first Employers Network for Equality and Inclusion (ENEI) 
framework submission and make recommendations to the Trust 

• Explore the impact of the Equality Delivery System 3, develop a new grading framework and 
integrate this into our equality, diversity and inclusion work 

• Review the communications support guide with employees and patients 

• Improve employee personal details declaration rates on our HR system 

• Provide managers at all levels with access to EDI training  

• Implement the new survey system and develop reports to highlight how people from diverse 
communities’ fare 

• Review and update equality analysis assessment training and provide sessions to completing 
officers 

• Develop prayer and wellbeing facilities 

• Support the Trust to change its culture and embed organisational values. 
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Equality Analysis Data  
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North East Profile 

 

North East population density: by local or unitary authority 2010 

The North East has more than 2.6 million residents which equates to five per cent of the population of 
England and Wales.  

 

 
 

 
 
Regional/national demographic breakdown (census 2011) 
 

The table below provides a summary of the 2011 census. This is broken down by particular 

demographic information relating to those groups of people protected by the Equality Act.  This 

information will help to provide context to the report both in the region as well as England and Wales 

as a whole. 

 

Information on sexual orientation is not collected through the census profile. Stonewall, a national 

charity supporting lesbian, gay and bisexual (LGB) people, suggests 5-7% of the population are LGB. 

A Home Office funded study estimate the number of trans people in the UK is between 300,000 - 

500,000 (0.05% to 0.09% of the population. 
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Characteristic North East England and Wales 

Male 48.9 50.8 

Female 51.1 49.2 

White British 93.6 79.8 

White Other 1.7 5.7 

Black, Asian, Minority Ethnic  (BAME) 4.7 14.5 

Age 0-15 years 12.4 11.9 

Under 25 years 17.8 18.9 

25 – 44 years 25.2 27.5 

45 – 59 years 20.7 19.4 

60 – 74years 15.7 14.6 

75 years + 8.1 7.8 

Disabled 22 18 

Non-disabled 78 82 

Christian 67.5 59.4 

Other faiths (non-Christian) 3 8.9 

No Faith or belief 23.4 24.7 
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The demographic profile of the North East (2011 census) informs us: 

• The region’s population is older than the national average. The median age in the region was 
41, which is two years higher than the England and Wales average. 

• The North East had 22 per cent of people whose day-to-day activities were limited by a long-
term health problem or disability, 11 per cent limited a lot and 11 per cent limited a little. This 
compares with 18 per cent for England and Wales. 

• The North East had the highest proportion of Christians of all regions in England and the 
lowest proportion of Buddhists and Hindus (0.2 and 0.3 per cent). There was a decrease of 13 
percentage points in the North East in the proportion of people who stated their religious 
affiliation as Christian 

• We have a less ethnically diverse population than the national average with a much larger 
proportion of the region identifying as white British. 
 

The North East has the lowest proportion of people identifying as mixed/multiple ethnic group (1 per 
cent) or Black/African/Caribbean/Black British (0.4 per cent). 95 per cent of the population declare 
their ethnicity as white; 94 per cent were white English/Welsh/Scottish/Northern Irish /British. Redcar 
and Cleveland was the local authority with the highest proportion of white British residents (98 per 
cent) in England and Wales. 

 

Ethnicity Number Percentage 

White 2,475,567 95.3 

White: English/Welsh/Scottish/Northern Irish/British 2,431,423 93.6 

White: Irish 8,035 0.3 

White: Gypsy or Irish Traveller 1,684 0.1 

White: Other White 34,425 1.3 

Mixed/multiple ethnic groups 22,449 0.9 

Mixed/multiple ethnic groups: White and Black Caribbean 5,938 0.2 

Mixed/multiple ethnic groups: White and Black African 3,549 0.1 

Mixed/multiple ethnic groups: White and Asian 8,022 0.3 

Mixed/multiple ethnic groups: Other Mixed 4,940 0.2 

Asian/Asian British 74,599 2.9 

Asian/Asian British: Indian 15,817 0.6 

Asian/Asian British: Pakistani 19,831 0.8 

Asian/Asian British: Bangladeshi 10,972 0.4 

Asian/Asian British: Chinese 14,284 0.6 

Asian/Asian British: Other Asian 13,695 0.5 

Black/African/Caribbean/Black British 13,220 0.5 

Black/African/Caribbean/Black British: African 10,982 0.4 

Black/African/Caribbean/Black British: Caribbean 1,193 0.0 

Black/African/Caribbean/Black British: Other Black 1,045 0.0 

Other ethnic group 11,051 0.4 

Other ethnic group: Arab 5,850 0.2 

Other ethnic group: Any other ethnic group 5,201 0.2 
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North East Household languages   

Main Language Number % 

All people aged 16 and over in household have English as a main 
language  

1,093,614 96.8 

At least one but not all people aged 16 and over in household have 
English as a main language  

15,024 1.3 

No people aged 1 and over in household but at least one person aged 
3 to 15 has English as a main language  

2,887 0.3 

No people in household have English as a main language  18,410 1.6 

Qualifications 
The North East has the highest proportion of people aged 16 and above showing an apprenticeship 
as their highest level of qualification (five per cent). South Tyneside was the local authority with the 
second highest proportion of this group in England and Wales (six per cent). 
 

 

 

Qualification Number % 

No qualifications 565,208 26.5 

1-4 O levels/CSE/GCSEs (any grades), entry level, foundation 
diploma 

739,262 34.6 

NVQ level 1, foundation GNVQ, basic skills 240,734 11.3 

5+ O level (passes)/CSEs (grade 1)/GCSEs (grades A*-C), school 
certificate, 1 A level/2-3 AS levels/VCEs, higher diploma, welsh 
baccalaureate intermediate diploma 

650,935 30.5 

NVQ level 2, intermediate GNVQ, city and guilds craft, BTEC 
first/general diploma, RSA diploma 

393,843 18.5 

Apprenticeship 179,420 8.4 

2+ A levels/VCEs, 4+ AS levels, higher school certificate, 
progression/advanced diploma, welsh baccalaureate advanced 
diploma 

307,783 14.4 

NVQ level 3, advanced GNVQ, city and guilds advanced craft, ONC, 
OND, BTEC national, RSA advanced diploma 

279,634 13.1 

Degree (for example BA, BSc), higher degree (for example MA, PhD, 
PGCE) 

267,687 12.5 

NVQ level 4-5, HNC, HND, RSA higher diploma, BTEC higher level 104,566 4.9 

Professional qualifications (for example teaching, nursing, 
accountancy) 

260,277 12.2 

Other vocational/work-related qualifications 383,460 18.0 

Foreign qualifications 50,045 2.3 
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Health inequalities 
 

National health profile 
Nationally the general health of the population is improving; however, there are still disparities 
related to financial wealth. Those who are less well-off have a shorter life expectancy in comparison 
to those with more financial means. From an equality perspective everyone should have the same 
opportunity to live a long and healthy life, therefore there is a need to understand the health 
inequalities in more detail and identify any course of action our service should consider. It is well 
researched and evidenced that inequalities in health experience greatly differ dependent on gender, 
ethnicity, different social and economic group and geographical locations. 

 
North East health profile 
The health of people in the North East when compared to the rest of England is significantly worse 
especially in relation to levels of deprivation and life expectancy. The North East also has the 
highest rate of early deaths from cancer. Whilst the figures remain high, there has been significant 
progress in addressing health inequalities and figures are declining on a faster rate in comparison to 
the national figure for death rates from heart disease and cancer. 

 
Health and provision of unpaid care 
This region had 11 per cent of its people providing unpaid care for someone with an illness or 
disability (10 per cent for England and Wales as a whole). In 2011 the North East had the lowest 
proportion of people rating their health as ‘very good’.  

 

 
 

  

North East  
2010 health 
profile 
 
Source: 
Department 
for Health 
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Demographic profile of service users 

 

Unscheduled care – 999 incidents 

We receive, prioritise and respond to more than half a million emergency and urgent incidents a year. 
However, we are unable to collate full demographic information on the profile of our patients and 
currently have limited data. Our electronic patient care record system has place holders to enable us 
to collect data but completion of some of these fields is poor.  

Data inputting of patients’ demographics is not compulsory, data over the last three years suggests 
that most employees do not complete wider demographic data and further work is required. 

 
Summary  

• Comparison with previous years can not be made due to change in methodology  

• 4.3% of calls involved a young person under 15 years old  

• People over 60 years represent 44.9% of all calls  

• People aged 25-59 years old represent 23.3% of calls  

• Similar figures for men and women  

 

Age 

Age 
2019-20 
Count 

2019-20 
% 

2018-19  
% 

2017-18 
 % 

Under 15 years old 15,820 4.3 6.7 7.4 

15 - 24 years old 17,737 4.8 7.6 7.8 

25 – 44 years old 44,219 12.0 17.3 16.5 

45- 59 years old 41,411 11.3 15.7 15 

60 – 74 years old 60,107 16.4 19.7 19.2 

75 – 89 years old 85,240 23.2 26.7 27.3 

90 years + 23,313 6.3 6.4 6.6 

Unknown 79,581 21.7   0.3 

Total 367,428    327,730  320,905 
 

* Age data has been calculated differently in 2019/20 

 

Gender 
 

 

   

 

  
 

 

* Gender data has been calculated differently in 2019/20 

 

Ethnicity  

Over 99% of the data is missing in this field so we are unable to provide reliable data on the ethnic 
profile of people calling the 999 servce . Of the data that we have on 0.6% of users, 95.3% are White 
British 1.4% are White Other categories and 2.8% identify as BAME. 

Gender 
2019-20 
Count 

2019-20 
% 

2018-19 % 2017-/18 

Male 155,016 42.4 48.4 46.2 

Female 155,737 42.2 51.6 50.8 

Non binary/trans/intersex 0  0 0.03 

Not specified 56,675 15.4 0 3 

Total 367,428   327,730 320,905 
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Scheduled care 

 
The service managed more than 600,000 journeys and planned nearly one million in 2019/20. The 
service facilitates vital access for many patients requiring healthcare or treatment services at 
outpatient appointments who have a variety of health and mobility needs. 
 

Summary 

• 2% of journeys involved a young person under 25 years old (0.4% more than 2018/19) 

• People aged 25-60 years old represent 22.4% of patients (0.8% more than 2018/19) 

• People over 61 years represent 75.6% of all incidents (1.2 less than 2018/19) 

• Slightly more men (50.3%) used the service (1.6% less than 2018/19)  

• 40.1% of patients made us aware that they had a disability (1.3% less than 2018/19) 

• Wheelchair users, Diabetic, Visual impaired and hearing-impaired people were the disabilities 
most prevalent amongst patients 

 
We have limited other demographic data on service users. Data is collected via several systems and 
we continue to work to bring the data together into a central system. 

 
Age 

 2019-20 
Count 

2019-20 
% 

2018-19  
% 

2017-18  
% 

Under 25 years old 12,770 2 1.6 1.6 

25 – 45 years old 37,845 6 5.5 5.5 

46- 60 years old 104,239 16.4 16.1 15.3 

61 – 80 years old 287,555 45.2 45.2 30.8* 

80+ years old 193,500 30.4 31.6 46.6** 

Total 635,909  616,903 700,174 

*data only 60- 75 years; ** data from 75 years 

 
Gender 

 

2019-20 
Count 

2019-20 
% 

2018-19  
% 

2017-18  
% 

Male 319,759 50.3 51.9 50.9 

Female 294,986 46.4 48.1 48.9 

Unknown 21,164 3.3  0.2 

Total 635,909     

 

 

Disabled 

 

2019-20 
Count 

2019-20 
% 

2018-19  
% 

2017-18  
% 

Disabled * 255,001 40.1 41.4 n/a 

Non-Disabled  380,908 59.9 51.9 n/a 

Total 635,909     
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Disability - most prevelant disabilities (patients can have multiple disabilities)  

Gender 
2019-20 
Count 

2019-20 
% 

None recorded 369,748 40.7 

Wheelchair user 140,466 15.5 

Diabetic 136,685 15.0 

Visually impairment 86,744 9.5 

Hearing impairment 78,586 8.6 

Amputee 35,660 3.9 

Speech impediment 22,552 2.5 

Learning Disability 17,724 1.9 

Epilepsy 17,193 1.9 

MRSA 3,752 0.4 

Totals 909,110  

 
111 service 
 

Our 111 service provides non-emergency advice to people who require urgent medical help or advice 
in a non-life-threatening situation. We managed 862,849 calls in 2019-20, a decrease of 58,000 calls 
compared to 2018/19.  
 

Summary 

• 19.7% of calls related to people under 15 years old (0.4% less than 2018-19) 

• 31.3% of calls related to people over 60 years old (4.5% more than 2018-19) 

• People aged 25-59 years old represent 37.8% of patients (0.2% more than 2018-19) 

• Women (53.2%) continue to be more likely than men (40.3%) to use the service, a slight 
decrease in both genders and more unknowns this year 

• There continues to be a decrease in the data we record on patients’ ethnic origin. In 2017/18, 
45.2% of data was unknown compared to 55.9% in 2018/19 and 62.5% in 2019-20 

• Data collected (excluding unknowns) suggests a small decrease in the number of BAME 
people accessing the service (-0.3%). If we include unknowns, it shows a decrease from 1.7 to 
1.3% 

• Data collected on the number of white Irish/other people accessing the service shows this has 
remained the same as the previous year 1.4% excluding unknowns 

• BAME people continue to access the service in significantly lower proportions than white 
British people and are not reflective of the regional population. We continue to undertake 
outreach work with BAME people to raise awareness of the service. Although we undertook 
considerable effort to raise awareness of the 111 service with BAME people through 
community ambassadors and wider BAME engagement this data suggests that this has not 
proven to be successful. However, we should also consider that the data below only 
represents a third of 111 patients. 
 

Gender 

Gender 
2019/20 
Count 

2019/20 
% 

2018-19 
Count 

2018-19  
% 

2017-18  
% 

Male 347,914 40.3 394,776 42.9 40.5 

Female 459,386 53.2 526,077 57.1 54.7 

Unknown 55,549 6.4     4.9 

Total 862,849   920,853     
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Age 

Age 
2019/20 
Count 

 2019/20 
% 

2018-19 
Count 

2018-19  
% 

2017-18  
% 

Under 15 years old 169,712  19.7 184,683 20.1 19.6 

15 - 24 years old 113,415  13.1 120,523 13.1 12.5 

25 – 44 years old 219,356  25.4 224,733 24.4 22.9 

45- 59 years old 106,903  12.4 121,915 13.2 12.6 

60 – 74 years old 89,216  10.3 103,710 11.3 10.6 

75 – 90 years old 86,160  10.0 111,480 12.1 12.2 

90 years + 24,330  2.8 30,957 3.4 3.4 

Unknown 53,757  6.2 22,852 2.5 6.2 

Total 862,849    920,853     
 

 
Ethnicity 

Ethnicity  

2019-20 2018-19 2017-18 

Count % Excluding 
unknown % 

Excluding 
unknown 

% 
Excluding 
unknown  

White British 307,370 35.6 95.1 41.8 94.8 52.1 95.1 

White other groups 4,477 0.5 1.4 0.6 1.4 0.7 1.3 

BAME (Black, Asian and 
minority ethnic) 

11,423 1.3 3.5 1.7 3.8 1.9 3.5 

Unknown 539,579 62.5   55.9   45.2   

 

                    

2019-20 2018-19  2017-18 

Count % Count % Count % 

White British                    307,370 35.6 385,275 41.8 490,486 52.1 

White Other                      775 0.1 4,659 0.5 5,571 0.6 

White Irish                      3,702 0.4 1,058 0.1 1,294 0.1 

Asian Pakistani                  1,692 0.2 2,832 0.3 3,520 0.4 

Asian Other                      2,024 0.2 2,508 0.3 2,721 0.3 

Asian Indian                     1,007 0.1 1,370 0.1 1,576 0.2 

Asian Bangladeshi                616 0.1 1,137 0.1 1,352 0.1 

Black African                    644 0.1 847 0.1 865 0.1 

Black Other                      476 0.1 531 0.1 510 0.1 

Black Caribbean                  109 0.0 140 0.0 177 0.0 

Mixed Other                      1,602 0.2 2,035 0.2 2,489 0.3 

Mixed White Asian                956 0.1 1,417 0.2 1,660 0.2 

Mixed White Black African / 
Caribbean       

808 0.1 1,237 0.1 1,430 0.2 

Other Chinese                    308 0.0 399 0.0 535 0.1 

Other                      1,181 0.1 1,069 0.1 1,332 0.1 

Unknown 538,761 62.4 510,731 55.5 420,993 44.7 

Not Stated                       818 0.1 3,608 0.4 4,389 0.5 

Grand Total 862,849   920,853   940,900  
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Patient experience 
 

Due to changes to systems and suppliers we are unable to collate reliable data for patient experience 
by demographics for 2019-20.  

 
We are exporting last year’s data into the new system to allow analysis to be undertaken, but at the 
time of publication this was not available.   

We do however continue to collect patient experience data via a variety of different mechanisms 
including: postal, online, electronic tablets and text surveys; direct feedback at events; PALS, 
community visits, HealthWatch, the stakeholder equality group and through employees and third 
parties liaising with the public at locations across the region. This data helps us to understand how 
our services impact on patients overall and patients with protected characteristics. 

We continue to meet our mandatory friends and family test requirements. We are the top performer 
nationally for see and treat response rates and are regularly in the top three for the number of people 
that would recommend services to friends and family. Our responses to the scheduled care survey 
have declined over the last 12 months which is part of the reason for our change in supplier and 
methodology for 2020-21.   

We go beyond our mandated requirements for 111, unscheduled care (PTS) and scheduled care 
(see and treat) and this year we will be introducing a scheduled care see and convey survey to 
ensure we have a comprehensive survey system that provides us with feedback to inform service 
provision across a wider range of services.  

Reporting on patient experience is now embedded in the Trust and we regularly reported to internal 
committees, service line managers and stakeholders. 

 

Complaints 
 
In 2019/20 we received 436 complaints compared with 488 the previous year. Every complaint is 
provided with a follow up letter and a request for the demographic profile information.  
 
During early 2019/20 complainant demographics collection was inconsistent this has now been 
resolved. We collected between 35%-57% of demographic information across all categories. The new 
system and process will ensure more consistent data is captured in 2020/21. 
 
Complaints are often made by family members. Therefore, the data may not always relate to the 
patients, but instead may relate to the person making the complaint on their behalf. From the data we 
have, the profile is as follows: 

• Gender (248 responses) - 63.7% women, 35.9% men  

• Ethnicity (175 responses) - 93.7% White British, 0.6% White other categories and 4.6% 
identified as black Asian of minority ethnic 

• Faith/religion or belief (154 responses) - 68.8% Christians, 11.6% non-Christian faiths, 5.2% 
atheist/no faith  

• Disability (81 people declared) - 18.8% of complainants declared a 

disability                                                 

• Sexual orientation (152 responses) - 6.6% identified as lesbian, gay or bisexual and 85.5% 
identified as heterosexual or straight 

• Age: 1-17,8.2%; 18-29, 9.8%; 30-45, 17.6%; 46-60, 14.5%; 65-75, 27.4%; 76+ 25.8% 
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Foundation Trust membership  

 
Our public membership level at 31 March 2020 was 9,056 members.  
  
Public membership has decreased by 76 people over the last 12 months. We continue to make 
efforts to maintain a membership of 9-10,000 people, representative of the communities we serve.  
  
Our membership is split into four public constituencies which match the old operating divisions of our 
Trust; these are: North of Tyne, South of Tyne, Durham and Teesside. 

Limited data is captured on membership relating to protected characteristics.  
 
Age                 0.3% of members are aged 21 and under, this group are under-represented compared 

to the regional profile. However, it should be noted that membership can only start at 
age 16. People aged 60+ are significantly over represented. It is difficult to make 
comparisons with the other age groups as they don’t match census categories. 

 
Disability       The number of disabled members is significantly fewer than the regional average. Only 

1.9% of members identify as having a disability compared to 22% regionally. This 
characteristic was not collected until 2015, hence the low numbers of returns 

 
Gender           We continue to have 1.8% more female members than the regional profile.  
 
Ethnicity Black, Asian and minority ethnic profile of our membership database is 4.6%, this 

reflects the regional profile. We have increased BAME representation by 0.1% 
compared to the previous year. Our White other categories are 0.7% lower than the 
regional profile  

  

  
2019/20 

2019/20 
Members % 

2018/19 
Members % 

North East % 
(Census 2011) 

0 - 21 19 0.2 0.3 6.0 

22 – 39 years 1,499 16.6 17.2 22.9 

40 – 59 years 2,817 31.1 31.5 25.8 

60 – 74 years 2,332 25.8 25.7 17.4 

75 years + 1,633 18.0 17.0 8.9 

Disabled 172 1.9 1.9 22 

Non-disabled     90.9 78 

Disability unknown 8,884 98.1 7.3   

Male 4,239 46.8 46.8 49.1 

Female 4,761 52.6 52.6 50.9 

Gender Other 0 0  0   

White British 8,304 91.7 91.7 93.6 

White Other groups 90 1 1 1.7 

Black, Asian and Minority 
Ethnic (BAME) 

414 4.6 4.5 4.6 

*Census comparisons differ from Trust data, they are five years out for ages 25-44 and 45-59 years 
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Workforce Equality Analysis 
   
The Trust collates workforce information on the ethnicity, gender, disability, age, sexual orientation 
and religion/belief of our employees. The People and Development Committee receives regular 
updates on these statistics through the quarterly metrics report.  
 
As of 31st March 2020, 2,812 people worked at the Trust, 35 fewer than in 2018/19. 
 

Key Findings 

• Workforce profile: No change in our BAME workforce profile 1.5%; 3% more women; 0.7% 
more disabled employees; 0.4% more LGB employees; a slightly larger profile of 26-45 year 
olds (+1.3%) and a drop in 46-60 year olds (-1.4%); 1.4% less Christians, no change in non-
Christian faiths 7.1% and an increase in Atheists/no faith of 2.4% 

• Less BAME people in bands 8+; women in bands 8+ has increased by 5.5%; people aged 
26-45 at bands 8+ has decreased by 5.8%; Disabled people in bands 8+ has decreased by 
1.2% and increase by 1.1% in bands 5-7; less Christian people across all bands and 3.3% 
less non-Christian faiths in bands 8+. Atheist/no faith has also decreased in bands 8+ by 
4.3% and increased in bands 5-7 (+2.4%) and bands 1-4 (+2.8%); little change for LGB 
people. 

• Recruitment, the profile of applicants has remained static. Compared to the previous year 
we’ve seen an increase in applications from over 60’s by 1.3%; BAME by 0.3%; disabled 
0.5%; men 3.8%; and LGB people 1.1%; We have received less applications from under 25 -
1.1%; White other -0.8%; women -3.6%; faith has remained constant  

• The number of people shortlisted mainly reflected the applications we received across most 
characteristics, Women +1.4%; non-Christian +1.5% fared better and people over 60 -0.9% 
slightly worse.  

• Appointments, people more likely to be appointed compared to applications are aged 25-44, 
+6.3%; White British +1.1%; men +3.3%; non-disabled +1%; heterosexual +1.1%; atheist/no 
faith +5.3%; the people less likely to be appointed compared to the proportion of applications 
are people under 25,  -3.4%; people 45-59 -2%; White other -0.9%; women -3.6%; disabled -
1.4%; LGB -1.8%; non-Christians faiths -3.3%; and Christians -2.5% 

• Leavers, a similar number of men and women left the Trust, a higher number of BAME people 
2.6% left, higher than our employee profile and 0.6% more than last year; 6% of people 
leaving identified as disabled, 3% lower than last year and similar to our employee profile; 9% 
of non-Christian faith left, 1% less than last year but 2% higher than our employee profile; 6% 
of leavers identified as LGB, 3% higher than last year and 1.6% higher than our employee 
profile   

• We are not able to report on trends in bullying and harassment cases due to the low numbers, 
this could indicate that employees are not aware/confident with this process or that we have 
very few incidents. Checks against NHS staff survey data would suggest like many 
Ambulance trusts we have work to do in this area 

• Grievances, more White British people were involved in all stages compared to the previous 
year, disciplinary +4%, grievance +14.5% and bullying/harassment +2%; Men continue to be 
more likely to be involved in formal disciplinary process 71%, 6% less than last year. 7% of 
formal disciplinaries involved a disabled person 3% less than last year 

• Training and CPD, compared to our employee profile, the people that are more likely to 
receive CPD include women +10.6%; BAME people +1.3%; 26-45 year +7.8%; Atheist/no 
faith +3.2%. The group of people less likely include men,10.6%; people aged over 61 -5.3% 
and White other-1.1%. 
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Workforce summary by protected characteristic 
 
The 2019/20 report indicates the following characteristics about our workforce: 

 
Age 

The profile of our workforce remains static across all age categories. We have a slightly larger profile 
of 26-45 year olds (+1.3%) and a drop in 46-60 years (-1.4%).  

 
 

 
 

 

 

 

 

 

Ethnicity 

• No change in BAME profile 1.5% 

• Our White Irish/ Other/Gypsy/Traveler workforce has increased to 2.3% 

• 5.1% of the workforce have not provided data or preferred not to say, an improvement of 1%  

• Our non-White British profile of 3.8% has improved slightly up 0.2% but is still a long way off 
the regional profile of 6.4% of the North East population (Census 2011). 
 

Ethnic group Headcount 2019/20 % 2018/19 % 

White English/Welsh/Scottish/ Northern 
Irish and British 2,561 91.1 89.3 

White other (other, Irish, gypsy, traveller) 65 2.3 2.1 

Black, Asian and minority ethnic  41 1.5 1.5 

Prefer not to say 145 5.1 6.1 

Total 2,812  2,847 

 
 

Gender 

• The gender split of the workforce is 47.9% women and 52.1% men. Women in our workforce 
continues to increase. We have 3% more women compared to 2018/19.   

 
  

 
 

 

 

 

 

Age group Headcount 2019/20 % 2018/19 % 

25 and under 242 8.6 8.3 

26 - 45 1,352 48.1 46.8 

46 – 60 1,015 36.1 37.5 

61 and over 203 7.2 7.4 

Total 2,812  2,847 

Age group Headcount 2019/20 % 2018/19 % 

Female 1,346 47.9 44.9 

Male 1,466 52.1 55.1 

Total 2,812  2,847 
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Sexual orientation 

• 4.4% of the workforce identify as lesbian, gay or bisexual. 0.4% more than in 2018/19 

• 3.6% identify as lesbian/gay an increase of 0.2% 

• 0.9% identify as bisexual an increase of 0.2% 

• 13% of the workforce have not provided data or preferred not to say, an improvement of 1.3%. 

 
 
 

 

 

 

 

 

 

 
*indicates less than 5 responses 

 

Disability  

• 6.6% of the workforce identify as disabled, 0.7% more than in 2018/19 

• 11.3% have not provided data or preferred not to say, an improvement of 0.7%. 
 
 
 
 
 
 
 
 

Faith, religion or belief 

• 49.5% identify as Christian, 1.4% less than in 2018/19 

• 7.1% identify as non-Christian faith the same as 2018/19 

• 23% identify as atheist or no faith, an increase of 2.4%  

• 20.4% have not provided data or preferred not to say, an improvement of 1%. 

 
 
 
 
 
   
 
 
 
 
 
 
 
 
 
 
 
 
 
 

*indicates less than 5 responses 

 

Sexual orientation Headcount 2019/20 % 2018/19 % 

Heterosexual 2,320 82.5 81.7 

Lesbian / gay 100 3.6 3.4 

Bisexual 22 0.8 0.6 

Undecided * * 0 

Other Orientation  * * 0 

Prefer not to say 366 13 14.3 

Total 2,812  2,847 

Disabled  Headcount 2019/20 % 2018/19 % 

Yes 186 6.6 5.9 

No 2,308 82.1 82.1 

Prefer not to say 318 11.3 12 

Total   2,847 

Faith  Headcount 2019/20 % 2018/19 % 

Buddhist 8 0.3 0.3 

Christian 1,393 49.5 50.9 

Hindu * * 0.2 

Jewish  0 0 0 

Muslim 8 0.3 0.3 

Sikhism * * * 

Other faiths 176 6.3 6.3 

Atheism /no faith 647 23 20.6 

Prefer not to say 575 20.4 21.4 

Total 2,812  2,847 
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Employees profile by pay band 
 
Summary  

Comparing 2019/20 data to 2018/19 this tells us: 

• People aged 26–45 in bands 5-7 has increased by 1% and decreased by 5.8% at bands 8+ 

• A decrease in BAME people in bands 8+, little change in White other  

• Women in all bands have increased with an increase of 5.5% in bands 8+ 

• Small increases +0.4% in LGB people in bands 1-4 and 5-7  

• Disabled people in bands 5-7 increased by 1.1% but declined by 1,2% in band 8+ 

• Less Christian people across all bands, 3.3% less non-Christian faiths in bands 8+ and no 
faith increases for bands 1-4 (+2.8%) and 5-7 (+2.4%) but decline at bands 8+ (-4.3%). 

 
 
Age 

• People aged 26–45 at band 5-7 has increased by 1% to 6.8% compared to 218/19 

• People aged 26–45 in bands 8+ has decreased by 5.8% and people aged 46-60 has 
increased by 9.1% compared to 2018/19. 
 

Pay band 
Headcount 

25 and 
under (%) 

26-45 

 (%) 

46-60  

(%) 

61+ 

(%) 

Band 1-4 1,545 10.4 44.5 34.5 10.6 

Band 5-7 1,196 6.8 53.5 36.6 3.1 

Band 8+ 71 0.0 36.6 62.0 * 

 

Ethnicity 

• BAME people in bands 8+ has decreased and White British has increased by 11.5%  

• A 0.5% increase in White British people in bands 1-4 compared to 2018/19 

• 0.6% increase in White other categories in bands 5-7 compared to 2018/19. 
 

Pay band Headcount 
White British 

(%) 
White Other 

(%) 

BAME 

(%) 

Band 1-4 1,545 82.3 0.5 1.5 

Band 5-7 1,196 87.2 4.8 1.3 

Band 8+ 71 91.5 * * 

  

Gender 

• Women at bands 1-4 has increased by 2.3% compared to 2018/19 

• Women at bands 5-7 has increased by 2.4% compared to 2018/19 

• Women at Band 8 or above has increased by 5.5% compared to 2018/19. 

Pay band Headcount Males (%) Females (%) 

Band 1-4 1,545 49.4 49.4 

Band 5-7 1,196 55.4 44.6 

Band 8+ 71 52.1 47.9 
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Sexual orientation  

• LGB people at bands 1-4 and 5-7 has increased by 0.4% compared to 2018/19.  
 

Pay band Headcount 
Heterosexual 

(%) 
LGB (%) 

Band 1-4 1,545 84.3 4.9 

Band 5-7 1,196 79.8 4.1 

Band 8+ 71 88.7 * 

 

 

Disability  

• Disabled people in bands 1-4 has increased by 0.4% compared to 2018/19 

• Disabled people in bands 5-7 has increased by 1.1%  

• Disabled people in bands 8+ has dropped by 1.2%. 
 

Pay band Headcount 
Disabled 

(%) 

Non-Disabled 
(%) 

Band 1-4 1,545 6.6 83.9 

Band 5-7 1,196 6.6 79.6 

Band 8+ 71 7.0 84.5 

 

 

Faith Religion or Belief 

• Christian people, 2.2% less in bands 1-4 and 0.9% less in bands 5-7 and 3.3% less in bands 
8+ compared to 2018/19 

• Non-Christian’ religions/faith or beliefs 0.5% less in bands 1-4, 0.6% more in bands 5-6 and 
3.3% less in bands 8+ compared to 2018/19 

• Atheist/no faith’ in bands 1-4 increased by 2.8%, 5-7 increase by 2.4% and 8+ 4.3% decrease 

compared to 2018/19. 
 

Pay band Headcount 
Christian 

(%) 

Non-Christian 

(%) 

Atheist /No 
Faith (%) 

Band 1-4 1,545 50.7 7.4 23.0 

Band 5-7 1,196 47.4 6.4 23.4 

Band 8+ 71 60.6 8.5 16.9 
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Recruitment  

 

We analysed our recruitment data at point of application, shortlisting and appointment.   
 
Summary  
 

Comparing 2019/20 data to 2018/19 we: 

• Managed 3,741 job applications (22 more than 2018/19) 

• Shortlisted 2,624 applications (66 fewer than 2018/19) 

• Appointed 384 people (17 more than 2018/19) 

• The number of people under 25 appointed decreased by 6.9% 

• Applications from BAME people have increased this year by 0.7% but we have seen a small 
decline in appointments  

• The number of disabled applicants has increased again by 0.7% in 2019/20 to 6.1% however, 
appointments fell to 4.7 a drop of 1.3% 

• The number of women applicants has decreased by 9.7% this year to 60.4% and the number 
appointed has dropped by 3.6% to 61.6%  

• The number of LGB applicants has also increased by 1.4% to 8.8% however there has been a 
slight drop in appointments by 0.3% 

• The number of people from a Christian faith and non-Christian faith appointed has declined in 
2018/19 but the number appointed who are atheist/no faith has increased 

• Appointments of people from Christian faiths has increased by 2.3% to 44.5%, non-Christian 
faith appointments have improved by 2.1% to 14.4% but does not reflect the number of 
applications 17.7%. 

 
Age 

• The number of people aged 24 and under appointed has decreased by 6.9% from last year 

• People aged 25-44 are the largest group for all stages 61%, 3% more than last year 

• More people aged 60+ were appointed (2.3%) compared to last year, up 1.5%  

• 19.2% of people aged 45-59 were appointed 2.6% more than last year  

 

Ethnicity  

• The number of BAME applicants has increased by 0.7% to 4.6% compared to last year with 
the same percentage shortlisted 4.4% and a 0.6% drop in appointments to 4.4% 

• Number of white other (Irish, Gypsy, Traveller, other) appointed has increased by 0.3% to 
1.6% but applications are down 0.8% to 2.5% and shortlisting is down 0.8% to 2.6% 

• White British applicants are marginally more likely to get appointed with 93% being appointed 
compared to 91.9% applying and 92.3% shortlisted. 

 Headcount 24 and under 
(%)  

25-44 

(%) 

45-59 

(%) 

60+  

(%) 

External applications 3,741 20.8 54.7 21.2 3.4 

Shortlisted 2,624 22 54.3 21 2.5 

Appointed 384 17.4 61 19.2 2.3 

2020 
Headcount 

White British 

(%) 

All other white 
categories (%) 

BAME 

(%) 

External Applications 3,741 91.9 2.5 4.6 

Shortlisted 2,624 92.3 2.6 4.4 

Appointed 384 93 1.6 4.4 
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Gender 

• Number of female applicants appointed has decreased this year by 9.7% to 56.8%. 60.4% of 
applications were from women (-3.6%) and 61.6% of people shortlisted were women (-1.8%) 

• 29.4% of applications were from men (+3.8%), men were slightly less likely to be shortlisted 
37.9% (+1.9) but more likely to be appointed 42.7% (+9.2%). 
 

 

 

 

 

 

 

Disabled  

• 0.5% more disabled people applied for positions this year 6.1%. 0.7% more were shortlisted 
6.4%. However, 1.3% less were appointed 4.7%  

• We have seen a steady increase in applications over the last 3 years, more needs to be done 
to understand why less disabled people have been appointed this year.  

 

 

 

 

 

Sexual orientation 

• The number of LGBT applications have increased again this year by 1.4% to 8.8%. 9.3% were 

shortlisted (+2.2%) and 7% were appointed (-0.4%) 

• 88.5% of applications were from heterosexual people (-0.5), 87.8% were shortlisted (-1.6%) 
and 89.6% appointed (-0.3%). 

 
 

 
 
 

 
 
 

 
 
 

 
 
 

 
 
 

 
Faith/Religion 

• Applications from Christians has remained static 47% (-0/1%) slightly more were shortlisted 
47.1% (+0.4%) and more appointed 44.5% (+2.3%) compared to last year 

• 17.7% of applications were from people of non-Christian faith the same as last year. 16.9% 
were shortlisted (-0.4%) and 14.4% were appointed (+2.1%) 

• The number of Atheists/no faith applying was similar to last year 26% (-0.4%) with a similar 
number shortlisted 27.5% (+0.3%). However, 31.3% were appointed (-5.5%). 

 Headcount Male (%) Female (%) 

External Applications 3,741 39.4 60.4 

Shortlisted 2,624 37.9 61.8 

Appointed 384 42.7 56.8 

 Headcount Disabled (%) Non-Disabled (%) 

External Applications 3,741 6.1 92.4 

Shortlisted 2,624 6.4 92 

Appointed 384 4.7 93.2 

 Headcount Heterosexual (%) LGB (%) 

External Applications 3,741 88.5 8.8 

Shortlisted 2,624 87.8 9.3 

Appointed 384 89.6 7 

 
Headcount Christian (%) 

Non-Christian 
(%) 

Atheist/        
no faith  

External Applications 3,741 47 17.7 26 

Shortlisted 2,624 47.1 16.9 27.5 

Appointed 384 44.5 14.4 31.3 
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Leavers  
 

Summary 

• 266 people left the Trust in 2019/20, 37 less than the previous year.  

• Gender – A similar number of men (50.4%) and women (49.6%) left the Trust, similar to 
2018/19 

• Ethnicity – 2.6% identified as BAME, higher than our employee profile and 0.6% more than 
2018/19 

• Age – people aged 26-45 left the trust in the greatest numbers 40.2%, 6.8% less than 2018/19 
and lower than our employee profile   

• Disabled – 6% of people leaving identified as disabled, 3% less than last year and similar to 
our employee profile  

• Faith/Religion – 48.9% of people identifying as Christian left, similar to the employee profile 
and 1.1% less than last year; 9% of non-Christian faith left, 1% less than last year but 2% 
higher than our employee profile; 24% of Atheists/no faith left, 0.8% less than last year and 
higher than our employee profile e   

• Sexual orientation – 6% of leavers identified as LGB, 3% more than 2018/19 and higher than 
our employee profile.   

 
 
Leaver demographic profile 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

* indicates less than 5 people 

Group of employees 2019/20 Number 2019/20 % 2018/19 % 

Male 134 50.4 51 

Female 132 49.6 49 

White British 249 93.6 87 

White other  * * 5 

BAME 9 2.6 2 

25 and under 51 19.2 11 

26 - 45 years 107 40.2 47 

46 – 60 72 27.1 31 

61+ 32 13.5 11 

Disabled 16 6 9 

Non-disabled 229 86.1 80 

Christian 130 48.9 50 

Non-Christian faiths 24 9 10 

Atheist / no faith 66 24.8 24 

Heterosexual 223 83.8 86 

Lesbian, gay or bisexual 16 6 3 
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Grievance, disciplinary, bullying and harassment  

 
Summary 
 

When comparing the 2019/20 data to 218/19 we found: 

• 23 more formal disciplinary processes 

• Three fewer grievances 

• Three more bullying and harassment cases 

• A greater number of White British people were involved in all stages compared to the previous 
year, disciplinary +4%, grievance +14.5% and bullying/harassment +2% 

• Greater numbers of people aged 26-44 involved in all stages compared to the previous year, 
disciplinary +37% and grievance and bullying/harassment also significant increases; 
employees aged 45-60 has declined for disciplinary -24%, but increased for grievance +21, 
bullying/harassment also increased 

• Men are more likely to be involved in formal disciplinary processes (71%), 6% fewer than last 
year but other figures are comparable  

• 7% of disciplinaries involved disabled people, 2% fewer than last year; however, 40% of those 
involved this data was unknown.  

• 26% more grievances involved a non-disabled person this year, however a similar level of 
data on the profile of respondents was missing last year.  

• 4.5% more disciplinaries, 16.5% more grievances and 8% fewer bullying and harassment 
cases involved heterosexual people. However nearly 20% of data on sexual orientation was 
unknown last year 

• Fewer non-Christians were involved in formal disciplinary processes, but more in grievances 
than in 2018/19; Atheist/no faith more likely to be involved in disciplinaries + 6% and 
grievances +13.6% 

• Protected characteristic analysis on bullying is unreliable due to low numbers  

 

 
 
 
 
 
 
 
 
 

 
 
Ethnicity  

 

 

 

 

 

 

 

 

Process 

2019-20 

number of 
incidents 

2018-19 

number of 
incidents 

Subject to formal disciplinary 91 68 

Grievance 24 27 

Bullying and harassment 13 10 

 White British 

(%) 

All other white 
categories (%) 

BAME 

(%) 

Disciplinary 89 7 * 

Grievance 96 * 0 

Bullying and harassment 92 0 * 
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Age 

 

 

Gender  

 

 

 

 

 

 

 
Disability  

 

 

 

 

 

 
Sexual orientation 

 
 
 
 
 
 

 
 
Faith, religion or belief 

 

* indicates less than 5 people 

 

 

 25 and 
under (%) 

26-44 

(%) 

45-59 

(%) 

60-74 

(%) 

Subject to formal disciplinary * 45 36 * 

Grievance 0 42 54 * 

Bullying and harassment * 38 54 0 

 
Female (%) Male (%) 

Subject to formal disciplinary 29 71 

Grievance 50 50 

Bullying and harassment 62 38 

 Disabled % Non-Disabled % 

Subject to formal disciplinary 7 53 

Grievance * 96 

Bullying and harassment 0 * 

 Heterosexual (%) LGB (%) 

Subject to formal disciplinary 75 * 

Grievance 96 * 

Bullying and harassment 62 * 

 Christian 

(%) 

Non-Christian 
(%) 

Atheist /no 
Faith (%) 

Subject to formal disciplinary 45 6 19 

Grievance 46 33 21 

Bullying and harassment 0 0 * 



 

66 
 

Training 
 

We processed 1,304 training requests in 2019/20, 18 less than 2018/19. This does not include 
statutory and mandatory training, it includes additional non-mandated training such as enhanced and 
clinical skills and a range courses and training. 

 
 
Summary 
 

The data mostly reflects the workforce of our profile. People that are more likely to receive CPD 
include men, BAME people, 26-45 years old. People less likely to receive CPD include women, 
people aged 61+ and White other. 
 
 

Characteristic 
Workforce profile 

% 
2019-20 CPD and 

training % 
2018/19 CPD and 

Training % 

Male 52.1 41.5 49.6 

Female 47.9 58.5 50.4 

White British 91.1 91.6 89.8 

White other 2.3 1.2 2.4 

Black, Asian, minority ethnic (BAME) 1.5 2.8 1.4 

Under 25 years 8.6 7.3 7.5 

26 – 45 years 48.1 55.9 54.2 

46 – 60 years 36.1 34.8 37.6 

61 and over 7.2 2 0.8 

Disabled 6.6 6.4 6.9 

Non-disabled 82.1 82.4 81.8 

Christian 49.5 47.2 49.8 

Other faiths (non-Christian) 7 6.4 6.9 

No faith or belief 23 26.2 23.8 

Heterosexual 82.5 83.5 83 

Lesbian, gay or bisexual 4.4 5 4.7 

 
 
 

Author: 
 

Mark Johns 

Engagement Diversity and Inclusion Manager 

0191 430 2009 

Email: diversity@neas.nhs.uk 
 

mailto:diversity@neas.nhs.uk
mailto:diversity@neas.nhs.uk


 

67 
 

2019/20 workforce data summary  
 

 

Count 
Male Female 

White 
British 

White 
other 

BAME 

25 
and 

under  
26-45 46-60 61+ 

Dis-
abled 

Non 
dis-

abled 

Chris-
tian 

Non 
Chris-
tian 

Atheist 
/No 

Faith  

Hetero 
sexual 

LGB 

  % % % % % % % % % % % % % % % % 

All employees 2,812 52.1 47.9 91.1 2.3 1.5 8.6 48.1 36.1 7.2 6.6 82.1 49.5 7 23 82.5 4.4 

Workforce Band 1-4 1545 49.4 49.4 82.3 0.5 1.5 10.4 44.5 34.5 10.6 6.6 83.9 50.7 7.4 23 84.3 4.9 

Workforce Band 5-7 1196 55.4 44.6 87.2 4.8 1.3 6.8 53.5 36.6 3.1 6.6 79.6 47.4 6.4 23.4 79.8 4.1 

Workforce Band 8+ 71 52.1 47.9 91.5 * * 0 36.6 62 * 7 84.5 60.6 8.5 16.9 88.7 * 

Band 1 19 * 78.9 94.7 0 * 63.2 * * 0 * 94.7 57.9 0 42.1 94.7 * 

Band 2 448 68.8 31.3 93.1 * 1.6 8 22.3 45.1 24.6 4.7 83.5 54.7 5.4 18.3 84.6 2.9 

Band 3 883 42.7 57.3 94.8 0.6 1.6 11.6 52.4 31.6 4.4 7.7 84.6 48.9 9.2 24.9 84.5 6.1 

Band 4 195 40 60 92.8 0 * 5.6 61.5 25.1 7.7 6.2 80.5 48.7 5.1 23.1 82.1 4.1 

Band 5 391 49.6 50.4 89.3 5.6 1.5 16.9 59.1 21.0 3.1 9.5 79.5 43.2 7.7 30.4 82.9 5.6 

Band 6 682 59.2 40.8 86.1 4.8 0.9 2.2 49.3 45.2 3.4 6.0 78.4 48.5 5.4 19.9 76.8 3.5 

Band 7 123 52 48 87.0 * * 0 59.3 39 * * 86.2 54.5 7.3 20.3 86.2 * 

Band 8A - D 54 51.9 48.1 90.7 0 * 0 40.7 61.1 0.0 9.3 79.6 55.6 11.1 14.8 85.2 * 

Executive 17 52.9 47.1 94.1 5.9 0 0 23.5 64.7 11.8 0 100 76.5 0 23.5 100 0 

Volunteers 312 82.1 17.9 68.6 * * 9 20.8 32.7 28.2 6.4 45.5 34.9 4.5 12.2 58 2.2 

External Applications  3,741 39.4 60.4 91.9 2.5 4.6 20.8 54.7 21.2 3.4 6.1 92.4 47 17.7 26 88.5 8.8 

People Shortlisted 2,624 37.9 61.8 92.3 2.6 4.4 22 54.3 21 2.5 6.4 92 47.1 16.9 27.5 87.8 9.3 

Appointed 384 42.7 56.8 93 1.6 4.4 17.4 61 19.2 2.3 4.7 93.2 44.5 14.4 31.3 89.6 7 

Ending their employment 266 50.4 49.6 93.6 * 2.6 19.2 40.2 27.1 13.5 6 86.1 48.9 9 24.8 83.8 6 

Subject to formal disciplinary 91 71 29 89 7 * * 45 36 * 7 53 45 6 19 75 5 

Grievance 24 50 50 96 * 0 0 42 54 * * 96 46 33 21 96 * 

Bullying and harassment 13 38 62 92 0 0 * 38 54 0 0 * 0 0 * 62 * 

Flexible Working 30 30 70 97 0 * 0 60 33 * 0 100 30 0 70 90 * 

Training CPD 1,304 41.5 58.5 91.6 1.2 2.8 7.3 55.9 34.8 2 6.4 82.4 47.2 6.4 26.2 83.5 5 

* Indicates data that equal less than 5 occurrences, data has been removed to ensure it is not identifiable 

 



 

68 
 

 

Support is available to access this document in a range of other 
formats on request including large print, Braille, Audio, and other 
languages. 
 

Tel: 0191 430 2099 

Email: publicrelations@neas.nhs.uk 

Fax: 0191 430 2086 

 

Hello. 


