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Due to the COVID pandemic from March 2020, the CCG has mobilised and focused its response to the COVID pandemic, including the system response. The CCG continues to work within the wider system, as part of the national change to an ICS and continues to undertake this work ready for April 22 when the CCG becomes and newly formed ICS.  The CCG continues to deliver its own 12-point work programme and is not only mobilising its own new commissioned services, keeping its employees safe and healthy at home and in the workplace and continues to respond to the changing working landscape as directed by the Government, NHSE and Public Health England, 

Therefore, priorities have changed and adapted to the transforming landscape; with some actions on hold, others not progressing at pace and others that have progressed accordingly.  

	Indicator(s)
	Action 
	Completed By:
	Lead
	Progress / Comments towards outcome
	RAG Status

	1 & 2
	% of staff in each of the AfC Bands 1 – 9 and VSM (including executive Board Members) compared with the % of staff in the overall workforce disaggregated by:
· Non-clinical staff
· Clinical staff –of which
· Non-Medical Staff
· Medical and Dental Staff 


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


	Review of CCG recruitment and selection process to ensure that individuals from all backgrounds are encouraged to apply for roles at all levels of the organisation.  


	April 2021
	HR Team
	This is linked to the CCG’s EIHR action plan and Equality Objectives.

The CCG EXEC Team have approved the use of TRAC which will be in place from August 2021, which will simplify the recruitment process and with the ability to use NHS jobs and other jobs boards aims to encourage a wider diverse workforce. 

Working across the system the Lincolnshire PEOPLE BOARD is focusing on recruiting nationally and internationally to encourage people to Lincolnshire as a place to work and live.

The CCG is part of the system wide BAME and Allies network and is part of the work streams i.e. leadership, recruitment and training.  The Network circulates information across the Lincolnshire system. 
	

	
	
	Review of the process of data collection around recruitment to ensure that it is consistent and covers internal moves as well as external appointments.  

	Ongoing 
	HR Team
	From August 21 LCCG will be using TRAC as a tool to manage recruitment and selection. Monitoring and reporting the number of recruitments undertaken to conversion should be a smoother process. 

Expectation is to improve recruitment monitoring in attracting different ethnic groups and evaluating internal moves of all staff. 

	

	
	
	Review and refresh of ESR data

Staff across the CCG encouraged to use self-service to check and update their data.

	April 2021


	HR Team, CSU data team
	Self Service webinar sessions were held in May and June 21 for line managers and supervisors covering attendance, performance management, sickness and COVID-19 recording, use of dashboards etc and how to change personal data.  

AGEM ESR team provide weekly tips on using ESR and a monthly update that covers updating personal data, how to and who to contact.  This is shared with staff by the Team Talk News and on the intranet. 

	

	
	
	For any future recruitment we will be looking at planning recruitment that is designed to enhance the diversity of the CCG.  


Consideration for additional training for recruiting managers such as unconscious bias training, values-based recruitment and panel representation.  

	Sept 2021
	HR Team, CCG leadership 
	National changes with the new ICS model and COVID 19 encouraged early System wide working and as part of the Lincolnshire wide strategy national and international recruitment is taking place to encourage Lincolnshire as a great place to work. 
 
LCCG Equality action plan – Objective 3 action 3.4

Vison and values of the organisation embedded and linked to the R&S to encourage wider diversity than the Lincolnshire norm

	

	
	
	Reiteration by the leadership team of its commitment to Equality, Diversity, Inclusivity and Human rights

Demonstrate commitment to Equality, Diversity & Inclusion by through the development of a set of actions by each member of the leadership themselves for their specific work areas.   (Support to be provided via development sessions.)
	April 2022
	Exec Team
	LCCG proactively supports BAME and Allies network and is represented by a Board member.
Commitment within the LCCG Equality Strategy.
 
Equality Forum – Deputy Chief Nurse champion role – Chief Nurse is the lead for this – commitment and actions will be part of this, and people plan.  


	

	3
	Relative likelihood of staff entering the formal disciplinary process, as measured by entry into a formal disciplinary investigation
	Review and update of workforce policies and procedures

	Ongoing
	HR Team
	The CCG policy reviews are underway and being completed as a staged approach
	

	
	
	Continued review any future disciplinary incidents to identify if any action is required.  
	Ongoing
	HR Team
	Use ESR to record the formal Disciplinary / Capability / Grievance processes and reporting.


	

	
	
	Identify and deliver additional training requirements as appropriate.
	Ongoing
	HR Team
	Due to COVID and development of the ICS additional corporate training will be prioritised accordingly as there are managers training and the ability to utilise independent investigators should there be a need. 
	

	4
	Relative likelihood of staff accessing non-mandatory training and CPD.
	The CCG will review the current methods for collecting training and development data, this will link to the new Learning and Development policy and PDR process. The completion of the PDR forms will enable learning and development activity to be recorded by line managers and or staff using ESR.  Where bespoke training activity is undertaken this will be recorded by the HR team so that individual employee records can be updated.  

 It is anticipated that this data will be available for the CCG’s next WRES reporting period (March 2021).  Once the data is available it will permit it to be interrogated to determine whether there are any inequalities in opportunities to undertake non mandatory training.  

	Feb 2021
	HR Team
	The Learning and Development Policy was approved in June 2020.

The new Performance Development Review (PDR) process was approved in June 2020.  The launch of the new CCG PDR Appraisal process and guidance for managers workshop was held June/July 2020 and continues to be available on the intranet.  

All line managers and supervisors have been able to access Self Service webinars in May and June 21 to help with using ESR to record appraisals and confirming pay review meetings going forward in 2021/22.  


	

	
	
	Complete the revision of the CCG Performance Evaluation (PDR) policy to better support understanding and delivery of performance evaluation which will include identifying non-mandatory training needs and CPD.
	Dec 2020
	HR Team
	The new Performance Development Review (PDR) process was approved in June 2020.  The launch of the new CCG PDR Appraisal process and guidance for managers workshop was held June/July 2020 and continues to be available on the intranet. 
	

	
	
	Ensure managers and staff have access to advice re Performance evaluations

	Ongoing
	HR Team
	Support is always available through HR and the Organisational Development Consultant and the training is available on the CCG Intranet for guidance.
	

	
	
	The CCG will review the opportunities offered by national programmes to support staff.  Examples could include: Stepping up programmes, Leadership Academy, Ready Now and targeted support for staff groups.  
	April 2021
	HR Team 
	National schemes are advertised through the weekly Team Talk News as they become available 

Examples are:
· Clinical staff have been able to access The Mary Secale Leadership programme for 2021.
· Lincolnshire System has provided THRIVE ACDAMEY.

	

	
	
	Encourage managers to explore a variety of training approaches with staff
	Ongoing
	HR Team
	Included in the Equality action plan – Objective 3 – 3.4 
	

	5, 6 & 8

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

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

In the last 12 months have you personally experienced discrimination at work from any of the following? Manager/team leader or other colleagues
	Review and re-visit all support to staff to ensure that staff are provided with a safe work environment. 

Link to the development of the CCG’s new Values and their promotion
	Dec 2020
	HR Team
	Use the NHS staff survey for and independent view of staff experiencing H&B in the last 12 months from patients or staff and personally experienced discrimination at work. 

In a delivery setting all staff can report H&B through Datix system and in the work environment, able to use the Dignity at Work or Grievance Policy. 

A CCG board member is the ‘Speak up guardian’ and ambassador.  

Spring 2021 Survey asked, ‘There are arrangements in place for me to feedback any concerns that I may have to my manager’ from 186 responses 175 response were positive. 

	

	
	
	Review CCG policy and develop a consistent single policy
	April 2021
	HR Team
	The CCG policies are underway and being completed as a staged approach 
	

	
	
	Conduct Dignity at Work Training for Staff
	Sept 2022
	HR Team
	
	

	
	
	Continue to promote a culture of Equality, Diversity & inclusivity
· Leadership commitment to zero tolerance policy
· Consider an anti-bullying and harassment campaign
	Ongoing
	Leaders and Equality / HR Teams
	 
	

	7
	Percentage believing that the CCG provides equal opportunities for career progression or promotion.
	Continue to promote awareness of the different courses and training routes available for staff to develop skills and knowledge

	Ongoing
	HR Team
	NHS survey – September 2

	

	
	
	Highlight specific BME opportunities for networking / leadership training
	Ongoing
	HR Team
	Networking event 
Online COVID vaccination event for BAME colleagues to share their experiences – Feb 2021 


	

	
	
	All staff members to be included in the appraisal process, and development requirements noted, considered and actioned as appropriate.

	April 2021
	HR Team / Line Managers
	PDR/appraisal workshops have been made available to all managers and supervisors who have responsibility for managing staff and the CCG has mandated that all staff should have an appraisal in 20/21/22. 

	

	
	
	Ensure staff continue to be appraised of all substantive vacancies and secondment opportunities within the CCG

Advertise across the health & social care system, professional bodies, social media, partners / system, known networks
	Ongoing
	HR Team
	Staff have access to the weekly Team Talk News where CCG and system wide vacancies are advertised.

Vacancies advertised on NHS jobs are picked up on jobs boards like Total Jobs.

Where there is an additional cost to placing adverts with other professional bodies – this is not widely used due to the cost and use of public funds. 

	

	
	
	Continue to review all resource requirements and give consideration to training and development opportunities  
	Ongoing
	HR Team
	Consideration through system wide HWB and People Boards has supported a system wide approach on training and development activities and continues to do so. 

For example: THRIVE ACADMEY and numerous Health and Wellbeing support opportunities. 
	

	
	
	The Lincolnshire System is forming a system wide group to look at Talent, which will support the succession planning across Lincolnshire.
	April 2022
	HR Team / System Wide Talent 
	The CCG is part of a system wide response 
	

	
	
	Consideration to be given to formal external talent management schemes and staff members from diverse backgrounds to be identified.
	Sept 2022
	HR Team / System Wide Talent Group
	The CCG is part of a system wide response
	

	
	
	Promote awareness of the relevant workforce policies to all staff, ensuring clarity around escalation routes

	Ongoing
	HR Team
	Intranet is available for information support and guidance.

Team Talk Live each Monday provides CCG feedback, work plans, updates from internal and external speakers on a wide range of subjects. 

Staff engagement is key for the CCG.  The CCG take opportunities to include staff views and receive feedback, through engagement groups, events questionnaires etc and have task groups and task and finish group to support the work undertaken.    

The CCG has its own Speak up Guardian. 
	

	9
	% difference between the organisation’s Board membership and its overall workforce disaggregated:
By voting members of the board
By executive membership of the Board
	Continue to promote diversity at its most senior level (Board).

Following the CCG’s merger there is now a new single board where representation of board members continues to be proportionately representative however the CCG will continue to work to continue to monitor and improve the representation on board.  
	Ongoing
	Exec Team
	Equality Action Plan - Objective 5 – Address BAME disparities (COVID-19) 5.1 Board and workforce 

(This action may change as the CCG moves to an ICS)

	

	
	
	Recognise the need to reflect the diversity of the population the CCG serves and work towards making changes that help and support diversity across all areas.
	Ongoing
	Exec Team
	This is completed Lincolnshire CCG strategy https://lincolnshireccg.nhs.uk/about-us/our-commitment-to-equality-inclusion-and-human-rights/
	

	
	
	Embed diversity and inclusion in the recruitment and selection process for the new Governing Body.
	April 22/23
	HR Team / Governance
	New ICS the Governing body will change as the ICS is formed and practices should be adopted accordingly. 
	




