
TRUST BOARD 
28 January 2021 

AGENDA ITEM 16.4 
TITLE OF PAPER ASPH Commitments to Surrey Heartlands ICS BAME Pledges 
Confidential NO  
Suitable for public 
access 

YES  

PLEASE DETAIL BELOW THE OTHER SUB-COMMITTEE(S), MEETINGS THIS PAPER HAS 
BEEN SUBMITTED

STRATEGIC OBJECTIVE(S):

Quality Of Care X Creating a learning organisational and culture of continuous 
improvement to reduce repeated harms and improve patient 
experience. 

People X Being a great place to work and be a patient, where we listen, 
empower and value everyone.  

Collaborate X Working with our partners in health and care to ensure 
provision of a high quality, sustainable NHS to the communities 
we serve.  

EXECUTIVE SUMMARY

This is a briefing paper to set out the Trust commitment to the Surrey Heartlands for Black, Asian, 
Ethnic Minority (BAME) five pledges. The overriding principle of the pledge is to ensure that as a 
system we are consistent in our approach and each organisation is actively making progress to tackle 
the inequalities that exist.  

The Trust is part of the Surrey Heartlands workforce network and governance structures (see 
Appendix 1 for details).   

The System Oversight & Assurance Group (SOAG), whilst not itself a decision making body, the 
executives from the partner organisations were asked in July 2020 to consider the proposals and 
commit to take these forward to uphold and implement the pledge to deliver race equality in Surrey 
Heartlands ICS. 

The five commitments encompass having personal objectives, supporting staff networks and looking 
for ways to reduce inequalities attributed to Covid-19 on BAME staff and patients. Making the 
commitments will help to drive and deliver race equality and improvements to meet the NHS 
Workforce Race Equality Standard (WRES). 

ASPH confirms its pledge to the five commitments: 

 Make BAME race equality issues a priority within your organisation for the next four years and 
develop shared values for your workforce and patients/communities which eliminate racism 



and discrimination and embed these values into business as usual. 

 All senior leaders have personal individual annual objectives focussed on Inclusion/BAME 
issues which focus on changing the status quo for patients and for your people. Committing to 
ensure that each member of your senior leadership has similarly focussed annual objectives 
which are measured and achieved. 

 Take positive action to ensure recruitment panels in your organisation are diverse and 
representative of the make-up of your staff - create a plan to achieve this commitment 

 Champion your BAME Staff Networks – meet at least quarterly with your BAME Network Chair, 
attend network events and be a visible and supportive presence (if no BAME staff network 
exists in your organisation find out why and encourage BAME staff to consider setting one up) 

 Use the outcome of the recent risk assessment process in a positive way to help reduce the 
disproportionate impact of COVID-19 on BAME patients and your staff. 

The Trust has a progressive EDI agenda with plans to implement majority of the pledges above. Some 
examples outlined below.  

Annual Equality Report and WRES report that sets out area of progress and the key priorities for the 
next 12 months.  

The Equality and Inclusion Committee meets regularly throughout the year and BAME network chairs 
are part of this forum to represent views of the BAME staff and contribute to decision making.  

The Trust BAME network has been in place for a couple of years and during the pandemic has seen a 
significant rise in membership. Senior leaders are supportive and present at network meetings.  Newly 
appointed BME NED has oversight. 

Recruitment and Promotion Task and Finish group action plan includes diverse recruitment panels and 
review all our working practices in regards to the recruitment and promotion.  

The EDI committee will review and update the current action plan to identify if there are any gaps in 
light of these commitment and update accordingly.  

Appendices: 
Appendix 1 - Surrey Heartlands Workforce and Governance Structures 

Quality and safety  Workforce equality and diversity is linked to better patient outcomes in 
terms of safety and experience  

Employee Working to create a fairer and inclusive culture will improve staff 
experience, wellbeing, morale and productivity. A diverse workforce leads 
to improved patient satisfaction.  

Other stakeholder The CQC’s Key Lines of Enquiry assess whether care is safe, effective, 
caring, responsive, and well-led. 

Equality & diversity This report presents workforce equality data and suggests areas for 
improvement.  

Finance Investment required in this critical work 

Legal This paper supports the Trust’s work to meet its obligations under: 

 Equality Act 2010 

 Employment Rights Act 1996 

 Human Rights Act 1998 

 Health and Safety at Work etc Act 1974 



 Gender Recognition Act 2004 

Link to Board Assurance 
Framework Principle 
Risk 

Meeting Public Sector Duty under the Equality Act 

Workforce Race Equality Standards 

Workforce Disability Equality Standards  
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Many groups sit under the 
People Board (see next slide) 


