CECPCT DIVERSITY & WORKFORCE MONITORING REPORT
QUARTERLY REPORT APRIL TO JUNE 2011 (Quarter 1)
1.
HEADCOUNT AND WTE
	COUNT OF
	BASELINE DATA (APRIL 2007)
	PCT
	DIFFERENCES

	Headcount
	
	280
	

	WTE
	
	254.43
	


On 1st April 2011 all staff employed by CECH transferred from the PCT to an acute provider of healthcare. The headcount for the PCT increased slightly from 272 to 280 because some staff transferred into the PCT rather than to the acute provider

2.
GENDER AND PART-TIME SPLIT
	EMPLOYMENT CATEGORY
	MALE
	FEMALE
	TOTALS
	%

	Full-time
	94
	118
	212
	75.71%

	Part-time
	8
	60
	68
	24.29%

	Totals
	102
	178
	280
	

	%
	36%
	64%
	
	


It has always be acknowledged historically that there are more higher numbers of women working in the NHS than there are men. However percentages for the PCT are not too different with a comparison of 64% women and 36% men.

3.
AGE
	AGE BAND
	HEADCOUNT
	%
	LOCAL POPULATION %

	16-20
	1
	0.36%
	21.7

	21-29
	29
	10.36%
	

	30-44
	119
	42.50%
	29.6

	45-59
	118
	42.14%
	28.4

	60-64
	11
	3.93%
	20.3

	65 +
	2
	0.71%
	

	Totals
	280
	
	


Table 3 shows the workforce age profile. The total headcount is over represented at the 30-44 and 45-59 age brackets and under represented at the 16-20, 21-29 and 60-65+ age brackets, compared to the local population. Since the last report headcount for the PCT and CECH has decreased across all age brackets but mostly in the 30-44 and 45-59 age brackets. 

Table 4 below shows the workforce ethnicity profile. In the local population 98.4% is white and the remainder 1.6% is non-white. The PCT and CECH is slightly below this as the percentage of headcount that is white is 93.57% and non-white is 6.43%. There are no changes since the last report.
4.
ETHNICITY
	ETHNIC ORIGIN
	HEADCOUNT
	%
	TOTAL %
	LOCAL POPULATION
	DIFFERENCE

	White

	White British
	257
	91.79%
	93.57%
	98.40%
	-4.83%

	White Irish
	2
	0.71%
	
	
	

	Other White Background
	3
	1.07%
	
	
	

	Mixed

	White & Black Caribbean
	3
	1.07%
	1.79%
	0.60%
	1.19%

	White & Black African
	0
	0.00%
	
	
	

	White & Asian
	0
	0.00%
	
	
	

	Other Mixed Background
	2
	0.71%
	
	
	

	Asian or Asian British

	Indian
	3
	1.07%
	1.07%
	0.50%
	0.57%

	Pakistani
	0
	0.00%
	
	
	

	Bangladeshi
	0
	0.00%
	
	
	

	Other Asian Background
	0
	0.00%
	
	
	

	Black or Black British

	Caribbean
	1
	0.36%
	0.36%
	0.20%
	0.16%

	African
	0
	0.00%
	
	
	

	Other Black Background
	0
	0.00%
	
	
	

	Other Groups

	Chinese
	1
	0.36%
	3.21%
	0.40%
	2.81%

	Any other specified
	1
	0.36%
	
	
	

	Not Stated
	7
	2.50%
	
	
	

	 

	Totals
	280
	 


5.
DISABILITY
	MALE
	FEMALE
	TOTALS
	%
	Local Population

	5
	8
	13
	4.64
	17.4


Since the headcount for CECH transferred out the percentage of disabled staff at the PCT has increased slightly to 4.64%. However this is still much lower than the local population figure which is 17.4%. Overall numbers of disabled staff have decreased dramatically during the two previous quarters due to the MARS scheme.
6.
RELIGION
	RELIGION
	HEADCOUNT
	%

	Atheism
	27
	9.64%

	Buddhism
	0
	0.00%

	Christianity
	138
	49.29%

	Hinduism
	0
	0.00%

	Judaism
	0
	0.00%

	Islam
	1
	0.36%

	Sikhism
	0
	0.00%

	Other
	12
	4.29%

	Not wishing to disclose
	40
	14.29%

	Undefined
	62
	22.14%

	Totals
	280
	


There are no changes since the last report
7. SEXUAL ORIENTATION
	SEXUAL ORIENTATION
	HEADCOUNT
	%

	Heterosexual
	195
	69.64%

	Gay
	1
	0.36%

	Lesbian
	0
	0.00%

	Bisexual
	0
	0.00%

	Not wishing to disclose
	24
	8.57%

	Undefined
	60
	21.43%

	Totals
	280
	


There are no changes since the last report
8.
TRANS GENDER*
	COUNT OF
	HEADCOUNT 
	%

	Trans Gender
	-
	-


There are no changes since the last report
9. 
DISCIPLINARY*
	Disciplinary
	MALE
	FEMALE
	TOTAL
	%

	
	PCT
	CECH
	PCT
	CECH
	
	

	Number Identified
	 
	 
	 
	 
	 
	 

	Number Completed
	 
	 
	 
	 
	 
	 

	Number on going
	 
	 
	 
	 
	 
	 

	Totals
	 
	 
	 
	 
	 
	 


10.
GRIEVANCE*
	Grievance
	MALE
	FEMALE
	TOTAL
	%

	
	PCT
	CECH
	PCT
	CECH
	
	

	Number Identified
	 
	 
	 
	 
	 
	 

	Number Completed
	 
	 
	 
	 
	 
	 

	Number on going
	 
	 
	 
	 
	 
	 

	Totals
	 
	 
	 
	 
	 
	 


No cases to report under discipline and grievance for this quarter

11.
AGENDA FOR CHANGE BANDS

BY GENDER
	BAND
	MALE
	FEMALE
	TOTALS
	%

	Band 1
	2
	1
	3
	1.07%

	Band 2
	0
	1
	1
	0.36%

	Band 3
	3
	20
	23
	8.21%

	Band 4
	2
	22
	24
	8.57%

	Band 5
	18
	34
	52
	18.57%

	Band 6
	20
	28
	48
	17.14%

	Band 7
	14
	25
	39
	13.93%

	Band 8a
	14
	15
	29
	10.36%

	Band 8b
	4
	18
	22
	7.86%

	Band 8c
	6
	2
	8
	2.86%

	Band 8d
	8
	7
	15
	5.36%

	Medical
	6
	3
	9
	3.21%

	Other
	5
	2
	7
	2.50%

	Totals
	102
	178
	280
	


In the above table there is a fairly good spread of males and females across the bands. There are more men in an 8d role than women but then there is also more women in an 8a and 8b role than there are men. Actions for this area is to continue to monitor and to ensure both men and women have equal access to career pathways and development initiatives. Leavers have been spread evenly across all the bands.

BY AGE

	BAND
	16-20
	21-29
	30-44
	45-59
	60-64
	65+
	TOTAL

	Band 1
	0
	0
	1
	1
	1
	0
	3

	Band 2
	0
	0
	1
	0
	0
	0
	1

	Band 3
	0
	5
	10
	6
	2
	0
	23

	Band 4
	0
	6
	7
	9
	1
	1
	24

	Band 5
	1
	10
	27
	12
	2
	0
	52

	Band 6
	0
	6
	22
	20
	0
	0
	48

	Band 7
	0
	2
	19
	13
	5
	0
	39

	Band 8a
	0
	0
	15
	14
	0
	0
	29

	Band 8b
	0
	0
	6
	16
	0
	0
	22

	Band 8c
	0
	0
	3
	5
	0
	0
	8

	Band 8d
	0
	0
	5
	10
	0
	0
	15

	Medical
	0
	0
	2
	6
	0
	1
	9

	Other
	0
	0
	1
	6
	0
	0
	7

	Totals
	1
	29
	119
	118
	11
	2
	280

	%
	0.36%
	10.36%
	42.50%
	42.14%
	3.93%
	0.71%
	


For the PCT – A leaver in the 16-20 age category means there is now only one member of staff in this category at a band 5. In the 21- 29 age group the majority of staff are between band 3 and band 6 with only two staff at band 7 and one at 8a which will may need future monitoring to ensure that our younger staff are receiving opportunities to develop and move into more senior roles. For the 30-44 and 45-59 age categories there is good representation at all the bandings. For the 60+ age category there are a few staff in senior roles which may again warrant future monitoring to ensure that the organisation is not losing valuable skills if experienced staff are reaching 60 and then taking retirement. Leavers have been spread evenly across the age groups.

BY ETHNICITY 
	BAND
	WHITE BRITISH
	WHITE IRISH
	ANY OTHER WHITE
	WHITE UNSPEC
	MIXED
	ASIAN
	BLACK
	OTHER
	TOTALS

	Band 1
	3
	0
	0
	0
	0
	0
	0
	0
	3

	Band 2
	1
	0
	0
	0
	0
	0
	0
	0
	1

	Band 3
	21
	1
	1
	0
	0
	0
	0
	0
	23

	Band 4
	23
	0
	0
	0
	0
	0
	0
	1
	24

	Band 5
	48
	0
	1
	0
	1
	1
	0
	1
	52

	Band 6
	47
	0
	0
	0
	0
	0
	0
	1
	48

	Band 7
	35
	0
	0
	0
	2
	1
	1
	0
	39

	Band 8a
	26
	0
	0
	0
	2
	1
	0
	0
	29

	Band 8b
	21
	0
	1
	0
	0
	0
	0
	0
	22

	Band 8c
	6
	0
	0
	0
	0
	0
	0
	2
	8

	Band 8d
	12
	1
	0
	0
	0
	0
	0
	2
	15

	Medical
	7
	0
	0
	0
	0
	0
	0
	2
	9

	Other
	7
	0
	0
	0
	0
	0
	0
	0
	7

	Totals
	257
	2
	3
	0
	5
	3
	1
	9
	280

	%
	91.79%
	0.71%
	1.07%
	0.00%
	1.79%
	1.07%
	0.36%
	3.21%
	


For the PCT – there are no mixed, Asian or black staff at senior roles such as 8a, b, c, d and therefore actions may need to be considered to examine how the organisation can get more staff into these more senior roles such as accessing BME and leadership schemes. On a positive note there are a few ‘other’ ethnic staff at senior roles which will include Chinese ethnic minorities. Leavers have been split evenly across the bandings.
BY DISABILITY

	BAND
	DISABLED
	NOT DISABLED/ UNKNOWN
	TOTALS
	% DISABLED OF BAND

	Band 1
	2
	1
	3
	1.07%

	Band 2
	0
	1
	1
	0.36%

	Band 3
	0
	23
	23
	8.21%

	Band 4
	1
	23
	24
	8.57%

	Band 5
	1
	51
	52
	18.57%

	Band 6
	2
	46
	48
	17.14%

	Band 7
	1
	38
	39
	13.93%

	Band 8a
	1
	28
	29
	10.36%

	Band 8b
	3
	19
	22
	7.86%

	Band 8c
	1
	7
	8
	2.86%

	Band 8d
	1
	14
	15
	5.36%

	Medical
	0
	9
	9
	3.21%

	Other
	0
	7
	7
	2.50%

	Totals
	13
	267
	280
	


For the PCT – there is representation of disabled staff at all the bands which is positive and encouraging. Past work in this area has shown that a lot of staff do not declare their disability therefore future monitoring and actions could involve initiatives to encourage staff to declare their disability so that the organisation has an accurate picture. Leavers have been spread across the bands.
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