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Forward 

I am pleased to welcome the latest EDI report, which 
highlights the work undertaken by the Integrated Care 
Board to meet its Public Sector Equality Duty in 2022 
over the past year. It is good to see signs of progress in 
meeting these objectives and I would like to express my 
appreciation to everyone who has contributed to this 
vital work.  

This report is being published at a time where high 
profile cases of workforce race discrimination continue 
to raise concerns across the public sector. We know that 
discrimination directly affects the well-being of those 
who are victim of it, and we have a duty of care to all of 
our employees to continue to do all that we can to 
address it. Whilst it is clear from the report that there is a 
range of EDI activity already being undertaken, we must 
be clear that there is so much more to do.  

Our leadership responsibility is to improve experience for all our staff by developing inclusive cultures 
and tackling workforce inequity, otherwise how can we claim to be well-led? Whilst this report shows 
some evidence of progress, we acknowledge there remains underrepresentation from many groups 
within the diverse population we serve, particularly in the most senior roles where the “snowy white 
peaks” of the NHS remain in evidence. To attract, retain and develop a diverse workforce we need to be 
seen as employers who embrace diversity and have a zero tolerance to discriminatory behaviours.  

The value of a diverse team is that it fosters diversity of thought. This is vital as the ICB pursues its 
transformational agenda of reimagining the model of health care by designing a set of services that focus 
on ill-health prevention, empowering citizens to take ownership of their own health, with more acute 
services reserved for those in need…this requires a knowledge of the communities we serve that will not 
be achieved through group-think. 

In these times, the cost of squandering the talent across our local communities is one we can ill afford. 
Lack of representation means that there is great talent currently under-utilised in our decision making 
roles and, as we move forward, we must establish ways of identifying and harnessing the innovation, 
knowledge and ambition that is found throughout our diverse communities.  
 
Tackling workforce inequalities is core to and not peripheral to our work at the ICB. This report reminds 
us that there is still much more to do. 
 

Danielle Oum 

Chair, Coventry and Warwickshire Integrated Care Board   
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1. Introduction 
 
The purpose of this report is to present the work undertaken by Coventry and Warwickshire Integrated 
Care Board (CWICB) to meet its Public Sector Equality Duty in 2022.   
We have a Public Sector Duty under the Equalities Act 2010 to work in ways that support the following: 
 

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

• Advance equality of opportunity between people who share a protected characteristic and those 
who do not. 

• Foster good relations between people who share a protected characteristic and those who do 
not. 

 
2. Our Workforce 

 
As of 31st March 2022, CWICB employed 367 people. The profile of our workforce across the protected 
characteristics is shown in the tables below. Less than 10 counts have been redacted to ensure 
anonymity. 

 
Age No of staff % 
>=71 Years - - 
21-25 15 4.09% 
26-30 24 6.54% 
31-35 34 9.26% 
36-40 29 7.90% 
41-45 61 16.62% 
46-50 62 16.89% 
51-55 57 15.53% 
56-60 63 17.17% 
61-65 17 4.63% 
66-70 - - 
(blank) - - 
Grand Total 367 100.00% 
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Disability No of staff % 
No 288 78.47% 
Not Declared 48 13.08% 
Prefer Not to Answer - - 
Unspecified 17 4.63% 
Yes 11 3.00% 
(blank) - - 
Grand Total 367 100.00% 

 
Race No of staff % 
BME 84 22.89% 
Not Stated 10 2.72% 
White 272 74.11% 
(blank) - - 
Grand Total 367 100.00% 

 
Only 3 categories of race have been used to align with the reporting requirements for the WRES report 
but also to avoid any further redaction of data for any categories under 10. 
 

Religion and Belief No of staff % 
Atheism 35 9.54% 
Christianity 138 37.60% 
Hinduism - - 
I do not wish to disclose my 
religion/belief 130 35.42% 
Islam 17 4.63% 
Jainism - - 
Other 21 5.72% 
Sikhism 15 4.09% 
Unspecified - - 
(blank) - - 
Grand Total 367 100.00% 

 
Sex No of staff % 
Female 284 77.38% 
Male 82 22.34% 
(blank) - - 
Grand Total 367 100.00% 
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Sexual Orientation No of staff % 
Gay or Lesbian - - 
Heterosexual or Straight 245 66.76% 
Not stated (person asked but 
declined to provide a 
response) 115 31.34% 
Undecided - - 
Unspecified - - 
(blank) - - 
Grand Total 367 100.00% 

 
2.1. Our Local Area 

 
The overall population of Coventry and Warwickshire place amounts to 963,173 people, with 379,387 
in Coventry and 583,786 in Warwickshire. The breakdown of sex is 50% female and 50% male, with 
the breakdown of ethnicity being 14.70% Black Asian and Minority Ethnic and 85.30% White, and 
17.30% of the population are disabled.  
 
In Coventry, the breakdown of sex is 49.1% female and 51% male, the breakdown of ethnicity is 
26.2% Black Asian and Minority Ethnic and 73.8% White, and 17.1% of the population are disabled. 
 
In Warwickshire, the breakdown of sex is 50.6% female and 49.40% male, the breakdown of 
ethnicity is 7.3% Black Asian and Minority Ethnic and 92.7% White, and 17.7% of the population are 
disabled. 

 
2.2. Comparisons to our workforce 
 
Overall, the representation of Black Asian and Minority Ethnic staff in CWICB (22.9%) is lower than 
the Coventry Black Asian and Minority Ethnic population (26.2%), but higher than the Warwickshire 
Black Asian and Minority Ethnic population (7.3%) and higher than the total population for both 
Coventry and Warwickshire which is 14.7% Black Asian and Minority Ethnic.   

 
Overall, the representation of female staff in CWICB (77.38%) is higher than the Coventry female 
population (49.1%), and higher than the Warwickshire female population (50.6%) and higher than the 
total population for both Coventry and Warwickshire which is 50% female.  

  
Overall, the representation of staff who have declared a disability in CWICB (3%) is lower than the 
Coventry population with a disability (17.1%), and the Warwickshire population with a disability 
(17.1%) and the total population with a disability for both Coventry and Warwickshire at 17.3%. One 
of our actions for 2023/24 will be to aim to increase the number of staff who declare they have a 
disability. 
 
 
 

 



 

  Annual Equality, Diversity & Inclusion Report Page 6 of 11                                                               
 

3. Update on EDI Priorities for 2022/23 
 

To facilitate the transition from CCG to ICB, Coventry and Warwickshire CCG (CWCCG) defined a set of 
equality objectives to cover the period 2021 to 2025. The period from April to end of June 2022 was 
covered by the previous CWCCG and from 1st July 2022 the CWICB came into being. The equality 
objectives were aimed at ensuring that equality, diversity and inclusion were considered during the 
period of system reform leading to the establishment of the CWICB. These equality objectives have been 
the focus of equality activity for the new CWICB during its first year of operation and the report outlines 
progress against each objective.  

 
3.1. Objective 1 - To improve the quality of employee data, held on ESR, and data recording and 

monitoring 
 

3.1.1. Workforce Race Equality Standard (WRES) 
 

WRES data was compiled using the NHSE submission template. A new design template for reporting 
the WRES was developed. The report (redacted for publication) was completed and approved on 26 
October 2022. 
 
The WRES action plan 2022-24 was developed, and the plan focuses on enhancing workforce data 
and providing staff support including: 

• Regular monitoring and reviewing of workforce demographics 
• Record all formal and non-formal mandatory training 
• Maintain robust inclusive recruitment and selection practices 
• Continue to engage with the staff Equality Diversity and Inclusion Network 
• Promote the use of Freedom to Speak Up Guardian service 
• Explore opportunities to further increase board diversity 
• Encourage staff to take part in the NHS National Staff Survey 
• Promote the importance of reporting unreasonable behaviour 
• Improve reporting and recording of bullying and harassment incidents 
• Ensure a talent management scheme is in place. 

 
3.1.2. Workforce Disability Equality Standard (WDES) 
 
As part of our continuing improvement approach and commitment to developing good practice, the 
ICB voluntarily completed WDES data using the NHSE submission template.  
 
As with the WRES, a new design template for reporting the WDES was developed and the draft 
report and draft WDES action plan 2022-24 was completed. We are finalising the completion of 
WDES and will publish in Spring 2023.  

 
3.1.3. Identifying workforce underrepresentation 
 
There is still more work to be done to improve the collation of workforce data to identify 
underrepresentation amongst different protected characteristics and develop initiatives to overcome 
gaps in HR and recruitment practices. 

 

http://www.happyhealthylives.uk/clientfiles/files/document_library/WRES%20Report%20Final.pdf
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3.2. Objective 2 – To show inclusive leadership and commitment to being a leader in equality, 
diversity and inclusion 

 
ICB leaders met regularly with Equality Inclusion and Human Rights Experts (EIHR) to discuss EIHR 
priorities and better understand our roles and responsibilities in relation to the Public Sector Equality Duty 
and NHSE requirements.  
 
These discussions helped us understand where our priorities lie in relation to the wider community as well 
as with the staff in the ICB. This included involvement with the Integrated Care System (ICS) Equality 
team. 

 
3.2.1. Committees and Boards 
 
The Chair of the ICB, Danielle Oum, champions equality across the organisation. All Committee 
Chairs have put into place governance measures to demonstrate assurance that ‘Due Regard’ of 
Equality considerations, outcomes and decisions are discussed and recorded within 
Committee Minutes. Harry Hayer, Non-Executive Member chairs the People Committee the ICB 
provides the committee with assurance that it is delivering its functions and undertaking its 
responsibilities to deliver the workforce related activities as an employer and in relation to the Public 
Sector Equality Duty.  
 
3.2.2. Equality and Quality Impact Assessment Policy 
 
CWICB is committed to ensuring that commissioning decisions, business cases and any other 
business plans are evaluated for their impact on equality and quality. 
 
CWICB approved the Equality and Quality Impact Assessment (EQIA) Policy in July 2022. The 
policy can be found here. 
 
The EQIA policy details the process to be undertaken in order to assess the equality and clinical 
quality impact of commissioning decisions, Quality, Innovation, Productivity and Prevention (QIPP) 
plans, Business Cases and any other plans for change. 
 
The policy relates to equality and quality impact assessments that are to be undertaken when 
developing business cases, commission projects and other business plans. It applies to staff that 
undertake, scrutinise and challenge impact assessments. 
 

3.2.3. Equality Diversity and Inclusion Policy 
 
CWICB approved the Equality Diversity and Inclusion Policy in July 2022. The policy can be 
found here. The policy approved recognises the importance of having a diverse and engaged 
workforce and is committed to ensuring all our employees are able to be their best. The established 
employment practices, policies and procedures ensure that no employee, or potential employee, 
receives less favourable treatment on the grounds of sex, race, colour, ethnic or national origin, 
sexual orientation, marital status, religion or belief, age, trade union membership, disability, 
offending background, domestic circumstances, social and employment status, HIV status, gender 

https://www.happyhealthylives.uk/document-library/?keyword_search=EQIA&category_id=all&sub_category_id=all&file_date_month=&file_date_year=&file_type=
https://www.happyhealthylives.uk/document-library/?keyword_search=equality+diversity+and+inclusion
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reassignment, political affiliation or any other personal characteristic. Ensuring our workforce is 
diverse and developing an inclusive culture ensures that we are best placed to deliver services to 
our diverse stakeholders and reflect the populations we serve.  

 
3.3. Objective 3 – To improve the processes for recruitment, retention, experience and 

progression 
 

3.3.1. Recruitment Processes 
 

The ICB recognises the need for equality and diversity within the workforce and is committed to 
improve the processes for recruitment, retention, experience and progression of all its staff. We 
continued monitoring and reviewing our workforce demographics through the WRES, WDES, 
Gender Pay Gap (GPG), Equality Delivery System (EDS) and Staff Surveys. The ICB continued 
to ensure the new organisation has robust inclusive recruitment and selection practices including: 
  
• Promoting equality and diversity issues and awareness. 
• Taking measures to ensure that any opportunity for discrimination during the recruitment 
process is minimised. Removing personal information from application forms prior to shortlisting 
and used for monitoring purposes only.  
• Ensuring that objective selection criteria are used.  
• Recording the decision-making process is recorded and demonstrating that appointments 
are made on merit. 
• Recruitment and selection is carried out in accordance with all relevant legislation.  
• Ensuring that all employees who are responsible for undertaking recruitment and selection 
are suitably trained and have the necessary knowledge and skills. 
• If applicable to the role, the ICB uses the disclosure service provided by the Disclosure and 
Barring Service (DBS) to assess applicants’ suitability for positions of trust. 
 
3.3.2. Gender Pay Gap Report 

 
CWICB completed a Gender Pay Gap Report (GPGR) for the organisation as at 31st March 2022.  
Calculations were made using two types of averages, a mean average and a median average. 
Using these two different types of average gave a more balanced overview of CWICB’s overall 
gender pay gap. The results were used to assess:  

 
• the levels of gender equality in our workplace  
• the balance of male and female employees at different levels  
• how effectively talent is being maximised and rewarded. 

Our mean gender pay gap is 26.1% which is an improvement of 9.8% on the previous year. Our 
median gender pay gap was similar to the previous year with a slight increase from 28.7% to 
31.1%. To continue to reduce the gender pay gap, CWICB plan to check for any gender bias in 
our recruitment information and appointment processes, check for any gender bias in the uptake 
of our training offers, and monitor the application of other policies and procedures, such as 
flexible working.  

http://www.happyhealthylives.uk/clientfiles/files/document_library/GPG%20Report%20Final.pdf
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3.4. Objective 4 – To actively engage with, promote, support and encourage the work of staff 

networks and recognised forums 
 

The CWICB has focused on creating an ICS wide staff network, open to all staff within Health & Social 
Care to strengthen its transformational role. There is an active ICS wide Women’s Network in place 
which is open to all women and allies within the CWICB. The Equality Diversity and Inclusion staff 
network, for CWICB staff has been refreshed, with the Chief People Officer being a staunch Executive 
Sponsor. This is now a priority to take into 2023-24, working together with Freedom to Speak Up 
Guardians (FTSU) and our Wellbeing Warriors. The priority will be to understand the needs of the 
workforce and what support might be needed to re-establish the network(s) and enable them to thrive.   

3.5. Objective 5 – To ensure staff feel confident to access the health and wellbeing schemes 
according to their individual needs 

The CWICB has several resources for staff wellbeing, which are communicated through the staff bi-
weekly newsletter, staff forum, staff briefing and through Champions (HWB, FTSU, EDI staff network): 

• Health and Wellbeing Warriors  
• Employee Assistance Programme (Validium) 
• Healthy Lifestyle Workshops & Sessions 
• Counselling Services 
• Health & Wellbeing resources for staff 
• Wellness Assessment & Action Plan for Employers & Managers 
• Financial Support Resources (With Staff in Mind) 
• Occupational Health 
• Staff Network (EDI Staff Network, ICS Women’s Network) 
• Freedom to Speak Up Guardians and Champions 
• Menopause Support  
• Recruitment lunch & learns sessions 

 
3.6. Objective 6 – To create a more welcoming and supportive learning environment linked to 

Personal Development Plan which better meets the development needs of staff 
 

The ICB has refreshed the PDR process to ensure there is a cascade approach to objectives, to ensure 
every leader has at least one EDI objective, and so that all staff consider how they can actively support 
colleagues to feel included and commit to ‘speaking up’ if they witness any inappropriate or 
discriminatory behaviour by reporting it to their manager or the freedom to speak up guardian.  

3.7. Objective 7 – Actively participate with relevant equalities standards and benchmarks 
 

3.7.1. Equality Deliver System (EDS) 2022 
 

The EDS is an improvement tool for patients, staff, and leaders of the NHS. It supports NHS 
organisations in England - in active conversations with patients, public, staff, staff networks, 
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community groups and trade unions - to review and develop their approach in addressing 
inequalities in health access, experiences, impact and outcomes. 

 
The previous Equality Delivery System EDS2 was replaced with a new EDS 2022. The 
implementation of the EDS is a requirement on both NHS commissioners and NHS providers. 
The EDS was in a pilot phase during 2022/23 and CWICB proceeded with the new process to 
take full advantage of learning and support that was available and to be ahead of the curve 
before the process becomes compulsory.  
 
There are eleven outcomes across the three EDS domains: 
• Domain 1: Commissioned or provided Services 
• Domain 2: Workforce Health and Wellbeing 
• Domain 3: Inclusive Leadership 

 
The pilot phase focussed on Domain 2 Workforce Health and Well-being. The CWICB is a 
relatively new organisation and still in a programme of change. This initial analysis allowed us to 
set actions under Domain 2 outcomes based on available data. This created a baseline for us to 
do further analysis during 2023-24 which will allow CWICB to compare information and provide a 
better picture of outcomes in the future. The EDS Domain 2 draft action plan 2022-24 was 
developed and we are finalising the report and we will publish in Spring 2023. The plan focuses 
on raising awareness of the health and wellbeing offer, developing learning around equality 
inclusion and human rights, and promoting a culture of civility and respect and providing staff 
support.  
 
The action plan focuses on the following elements:  

 
• Assessing practice by improving data capture 
• Training plan HWB, B&H, Stress, anti-racism, physical violence, disability discrimination  
• Communication/sharing information around completion of staff survey, incident reporting, 

training and  
• Evaluation of practices/outcomes  

 
3.8. Objective 8 – Set up arrangements to assess the disproportionate impact of Covid-19 on 

vulnerable groups including BAME staff. 
 
The CWICB continues to have in place to support vulnerable groups such as: 
 

• Risk Assessments 
• Agile working guidance  
• Office Attendance Processes – Kadence Booking In 
• Provision of PPE 
• Rest & Respite Areas 
• Display Screen Assessments  
• Vaccinations 
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• Staff Briefings and Communications 
• Virtual Staff Huddle 
• Support for Staff through Sickness through Occupational Health 
• Flexible Working 
• Health & Wellbeing Conversations as routine part of conversations with line managers 

 
The focus on Covid-19 and the impact is shifting towards more support through vaccinations and the ICB 
has championed the vaccination programme through several channels. As we nationally move to pre-
covid work practices, the ICB has established support mechanisms through managers, staff forum, 
FTSU, EDI Staff Network, Health & Wellbeing and Occupational Health. 
 
4. Conclusion 
 
CWICB have agreed to continue these objectives to build upon what we have already achieved and to 
address inequalities for our people, with real purpose and action.   

Using the tools of the WRES, WDES, EDS and GPG, we have identified the need to build an accurate 
picture of our workforce, regularly monitor our data and encouraging our people to declare their personal 
diversity information. We want to engage with our staff to better understand their experiences of working 
for the CWICB including in relation to health and wellbeing, and training and development. The CWICB 
will continue to raise awareness of equality diversity and inclusion and promote and demonstrate a 
culture of civility and respect.  

 
5. 2023/24 Priorities 

 
Our priorities for 2023/24 are: 

a. Equality Objectives: review and development of equality objectives and related action plan 
b. Monitor progress against action plans: Develop processes to map and align equality 

objectives and action plan to those of EDS, WRES, WDES, GPG, and monitor quarterly and 
bring regular updates to the relevant groups and committees 

c. Declaration rates: promote the importance of declaring personal equality information on ESR 
through ongoing communications  

d. Workforce demographics: Regular monitoring and review of recruitment and workforce data   
e. Development: Through our Organisational Development intervention we are delivering in 

2023/24 we will introduce packages to enhance their knowledge and awareness.  We are also 
creating a new induction programme which will have an area of focus on EDI   

f. Staff Network: CWICB ongoing commitment to support the revamp and continuation of this 
group 

g. Training Needs Analysis: Assess current Equality training provision and staff professional 
development and introduce packages to enhance their knowledge and awareness 
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