
CCS Workforce Race Equality Scheme Action Plan 2024/25
We will take positive actions to achieve the objectives below to address the disparity highlighted between staff from staff from black heritages and their white colleagues as seem in our WRES data published in 2024.


Updated and Closed 2 June 2025







	Objective
	Current position
	Action and outcomes
	Time scale
	Lead
	Updates as of  2 June 2025

	1.We will build on the Inclusive Leadership development undertaken by a cohort  of our leaders to both support inclusive leadership within the Cambridgeshire and Peterborough ICS and internally in our organisation.


	We are working with our Cambridgeshire and Peterborough ICS partner organisations on inclusive leadership.
We have begun our roll out internally, starting with members of the Borad and a session at leadership Forum June 2024 
We are exploring options with “Above Difference” to run similar sessions at upcoming service conferences and at targeted groups of leaders during 2024/25.


	To agree and support a culture shift in both the ICS and internally to one of “Inclusivity for All”. 
To commission Above Difference for the Dental Services Conference October 2024.
To review and finalise plans for a further roll out across trust. 

	December 2025

	CEO/ Deputy CEO / Director of Workforce / Inclusive Leadership Trained Board, Wider Exec and Culturally Diverse colleagues.

	Roll out as part of internal leadership programmes from 2025 .

On going work with system partners on any collective roll out system wide.

	2. We will review our internal People Management processes with the aim to eliminate opportunities for bias at all stages. 


	Cultural Ambassadors Programme in place and well embedded.
Critical Friend process before any formal action in place. 
Involvement of HR experts in decisions about referral to professional bodies made by Chief Nurse or Medical Director.


	We will review and amend the Investigation and Disciplinary Policies to 

Build in a new critical friend review BEFORE any formal investigations. 
Strengthen our informal processes to ensure action can be taken at the lowest level required to seek an improvement and reduce the need to move to formal proceedings. 
Formalise a mid-investigation review when the investigation panel believes there may be no cause to continue.
Develop managers to have the confidence to manage minor issues immediately and with compassion via both the leading with inclusivity programme and /or the people leaders workshops planned over the next 2-3 years.

	July 2024


July 2024

August 2024 


August 2024




August 2024


August 2026
	Deputy CEO/ Deputy Director of Workforce /Head of Recruitment and Retention 
	Policies reviewed and updated with learning after all cases where learning highlighted.

Critical Friend process embedded and widened to include professional leader engagement where the case involves a registrant to support fairness and consistency where professional body referral or clinical concerns  may be an element.

In place and working 



Planned all leaders workshops postponed. In the interim senior HR team members  are  attending service leaders meetings to discuss high level issues and support confidence in decision making. 

	
3.We will learn from the Too Hot to Handle report and implement actions accordingly
	The Reports has been shared widely and discussed with the Borad and Wider Executive Team and all leaders asked to disseminate. 

We have run a development session with the HR Business Partnering team. 
We have started to update People Management processes.
We have discussed with our Cultural Diversity network. 
We are part of national regional and local EDI networks 
	We will take actions outlined above to aim to reduce the number of formal People Management cases whilst maintaining standards of performance and conduct through supportive early interventions. 
	August 2025
	Deputy Director of Workforce and Head of HR, Recruitment and Retention.
	Completed actions and work will be ongoing to support tackling discrimination , including where applicable implementing people management processes  to manage behaviours .

	4. We will implement the workforce actions of our 2024/5 Anti Racism Plan

	We have 4 workforce actions in our anti racism plan. 
 

1.To embed culturally diverse decision making in recruitment and selection processes.




















	

In conjunction with our Cultural Diversity Network members, we will Review and update our No More Tick Boxes action plan to include a further review of recruitment interview processes and decision making, including. 
· We will put equal emphasis on value-based interviewing as we do on skills.
· We will survey those taking part and learn from feedback (both applicant and panel members)
· We will offer pre interview support materials and l provide interview questions ahead of interviews. 
· We will strengthen the use of weighting of questions based on the requirements of the role. 
· We will review how we can support applicants for whom English is not their first language.

· We will introduce second rounds of interviews where their scores are close and is difference of opinion between panel members. 
· We will update recruitment training as required 
	

July 2025





	

Head of Recruitment and Retention/ Cultural Diversity Advocate   









	 2024/25 actions completed or ongoing  and 2025/26 plan in place.

	
	
	
	
	
	

	
	2.To increase representation of culturally diverse staff so our workforce reflects our patient population 



	We will take action to reduce the Under-representation of culturally diverse staff in pay bands 6, 7 and 8a, as a percentage of overall staff in those pay bands, to reflect the proportion who are in the current workforce. Our target is for 13.2% of staff in these bands to be from culturally diverse heritage by March 2025.

We will review and refresh our stretch targets for the 3 years from March 2025 

We will seek to commission local ICS level Stepping Up and Ready Now Programmes within next 12 months. 

	March 2025









January 2026




August 2025 
	Deputy CEO/ Deputy Director of Workforce /Head of Recruitment and Retention/ Training and Development Manager 
	Action have led to an increase in culturally diverse satff in bands 6,7 and 8A







TBC




Completed 

	
	
3.To promote active allyship in our Cultural Diversity Network, to help all staff to understand others lived
experiences.

	
We will work with our staff network to promote allyship.

We will embed allyship in our in-house Leadership and, managers skills programmes. 




	
March 2025
	Deputy CEO/ Deputy Director of Workforce /Head of Recruitment and Retention/ Training and Development manager 
	Completed 

	
	
4.To continue to offer targeted career conversations with
our culturally diverse staff.





	
We will re make the offer of an additional career conversation (over and above the normal Appraisal, Career and Personal Development planning conversation) to culturally diverse staff. 
We will influence the system commissioning of local Stepping Up and Ready Now programmes. 
We will continue with our Diversity Mentoring programme.  
We will work with the staff network on any internal training we can offer to culturally diverse staff.
	
	Deputy CEO/ Deputy Director of Workforce /Training and Development manager 
	Ongoing and will be offered in the appraisal  policy / paper work as a reminder.

	
	
	
	
	
	

	
	
	
	
	
	



