Creating a Diverse Workforce
Maintaining an Inclusive Culture
Demonstrating Inclusive Leadership
Practical Steps to embed Equality, Diversity,
and Inclusion within your teams
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Foreword
As stated within ‘We are the NHS: People Plan for 2020/21’ – “we must continue our
efforts to make the culture of the NHS universally understanding, kind and inclusive”.
This is really important for our staff, our patients and for the future of the NHS.
Finance teams across the country must play their part and we have taken a really
important and fundamental first step – we all recognise that inequalities within NHS
Finance exist and are unacceptable, and we need to make changes.
The work we do within Future-Focused Finance on progressing the Diversity & Inclusion agenda is wide ranging
but the questions we get asked more often than any other are ‘where do I start?’ and ‘what actions can I take?’.
This document provides some answers by collating practical actions teams can take and offers real life examples
and case studies for reference. We have summarised the suggestions and recommendations in a checklist format
so that teams can review and decide which combination of actions would serve them best.
We hope this document is not read and filed away but instead is used as a bank of helpful tips and advice that is
used as part of a dynamic and live local action plan. As such we would like to keep the document live, and so we
would encourage and implore you to share your own ideas with us for future versions. We see too many cases of
great ideas and fantastic energy and enthusiasm not being celebrated or shared more widely.
Hopefully we have provided you with a catalyst for a conversation within your teams that will yield real positive
action. It is really important to kick start conversations and to provide a safe place for those conversations to
happen in an open and honest way. Addressing cultural challenges in the workplace can sometimes be a heavy
subject to tackle, therefore you should encourage humour and enjoyment throughout the process, which will
undoubtably have rewarding and powerful outcomes.
A final note on inclusion. When we talk about inclusion let us all be wholly inclusive and not forget those outside
protected groups. For example, networks for protected groups are a great way to share common experiences and
identify barriers and solutions but let’s make them open and welcoming to everyone. All staff should be part of
the solution and no one should be excluded. Whatever we do, we should be embracing all views and all opinions.
Inclusion is a fundamental measure of success. Diverse teams in and of themselves provide little assurance that
the structural framework and culture of an organisation has changed. We know we will have succeeded when
we all feel that sense of belonging. It may be a long and difficult road, but we will get there. Success will depend
on the actions we all take individually however small. It is up to us and I am convinced that we have the talent,
energy, and desire to make it happen!

Edward John
Inclusion & Diversity Lead for Future-Focused Finance
Director of Operational Finance, Frimley Health NHS FT
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Introduction
Within this resource pack, we have
included recommended activities that
require staff to communicate and engage
with one another to be successful.
The pack is structured into four sections, followed
by links to the FFF Towards Excellence Accreditation
process. At the end there is a printable checklist for you
to keep a log of your team’s progress.

The four sections include:

01
02
03
04

Creating a diverse workforce
Maintaining an inclusive environment
Demonstrating inclusive leadership
Training and development ideas
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01
Creating a Diverse Workforce
In this section you will find a collection of actions with examples and case studies,
to help you make improvements to the diversity of your workforce.

Including:
▪ Recruitment processes
▪ Advertisement methods

As stated within the ‘Our NHS People Promise
2020’ we need to ensure that “We all have equal
access to opportunities – with fair and transparent
selection processes that attract, develop and retain
talented people from all backgrounds.”

▪ Shortlisting
▪ Interview process and panels
▪ Flexible / remote working
▪ Promoting NHS Finance careers

To allow us to reflect on
whether we are achieving this:
▪ Collect data regarding the diversity of your
community or the diversity of your local labour
market
▪ and then the diversity of your organisation’s
workforce and compare that with the diversity
of your team.

If your department is not reflective of the diversity
within your local population or when compared with the
diversity of the organisation as a whole, then a review of
your recruitment processes is a helpful place to start in
order to close that gap.
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Recruitment Processes
Within ‘We are the NHS: People Plan 2020/21’ employers are challenged to “overhaul recruitment and
promotion practices to make sure that their staffing reflects the diversity of their community, and regional
and national labour markets”. Within our finance teams we need to play our part in this, and we need to
ensure that all stages of our recruitment processes are inclusive and encourage diversity.

Examples of how we may approach this, and tangible
actions that we can take when approaching the
different stages are detailed below.

Advertisement:
▪ Review the advertisement and consider whether it
is accessible and welcoming to all.
▪ Think about where and how you are advertising
the opportunity. Could you share the NHS jobs
link on social media, share with schools, colleges,
accountancy qualification providers and post on local
news websites. Don’t be limited to NHS jobs, you can
link to the NHS Jobs listing from an advert posted on
local community centre webpages, Mumsnet, other
online forums, in job centres.

GOOD EXAMPLE WEBSITE:
▪ https://www.diversitydashboard.co.uk/ an
online job board helping employers to recruit
diverse talent and promote equality, diversity
and inclusion.

▪ Encourage applicants from all cultures and
backgrounds, recruiting based on ability to carry out
the role. Consider including the phrase ‘we welcome
applications from…’ to encourage underrepresented
groups and demonstrate your commitment to being
an inclusive employer.
▪ Rather than accommodating flexible working
requests, use the advert to encourage or suggest
flexible working options for the role. Think how the
job can be carried out flexibly first rather than just
assuming an office based, Monday to Friday, 9 to 5
role.
▪ Consider whether the role can be carried out
remotely and therefore if you can attract applicants
from beyond the immediate locality of your
organisation.

reflect on whether the advert
could simply state “We are open
and inclusive. We understand,
encourage and celebrate
diversity, making - insert team
name -a place where we all feel
we belong.”
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GOOD PRACTICE EXAMPLE: Health
Education England
Health Education England is committed to recruiting
the best person for the job, based solely on their
ability and individual merit as measured against the
criteria for the role; through a process that is fair,
open, consistent and free from discrimination. Health
Education England supports the values and pledges of
the NHS Constitution.
We are committed to being a diverse and an inclusive
employer and will build a culture where all employees
are valued, respected and acknowledged. We strive
to ensure that no individual receives less favourable
treatment on the grounds of their gender identity,

GOOD PRACTICE EXAMPLE: North
East Ambulance Service
The North East Ambulance Service has a
commitment to diversity and inclusion that is
supported by the Board, the CEO and senior
managers. As a Disability Confident Leader
organisation and a Stonewall Top 100 employer
ranked as the most LGBT inclusive Ambulance
Service in the UK, our commitment to create a
workplace where everyone can be their authentic
self and thrive is a huge part of our culture and
ethos.

sexual orientation, disability, religion or belief, colour,
race, ethnicity, national origin, age, pregnancy
and maternity, marital or civil partnership status,
transgender status, HIV status, social background,
trade union membership or non-membership and
is placed at a disadvantage by requirements or
conditions that cannot be shown to be justifiable.
HEE have policies and procedures in place to ensure
that all applicants and employees are treated
fairly and consistently. We are proud to showcase
our Disability Confident Employer accreditation,
being an Inclusive Employer, a Stonewall Diversity
Champion, our bronze award from the Defence
Recognition Scheme, and we are delighted to support
Apprenticeships and Tommy’s pregnancy at work
scheme.
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Shortlisting:
▪ Ensure that all demographic details regarding the
candidate are removed to ensure that there is no
bias.
▪ Ensure that at least one individual involved in the
shortlisting process is representative of a protected
group.
▪ After the shortlisting process, commit time to
reviewing the demographics of all of the applicants.
For all roles, at all levels, reflect on the diversity of
applications received in relation to the community
that the organisation serves, the diversity of
the local workforce and the diversity of the
organisation’s workforce overall. If applications
received are not reflective of the community,
commit to a rework of the post, rewording of the
advertisement, and use a different method of
advertising for future recruitment processes.

▪ Reflect on whether the diversity of the applicants
carried through to the shortlist are reflective of the
application pool. If not, reflect on why that is the
case. Finance teams could require a summary to be
provided to the Chief Finance Officer detailing the
reasons as to why the shortlist is not reflective of
the application pool.
▪ Consider an adaptation of the Rooney Rule which
could be that if an application is received by a BAME
individual and they are not shortlisted, detailed
feedback of why they were not shortlisted is provided
to the individual. Ensuring positive action, not
discrimination.
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EXAMPLE: The Rooney Rule
Originally used within sports (and adopted by the
English Football League), the Rooney Rule dictates
that a BAME candidate must be interviewed when
recruiting for senior coaching positions, if an
application has been received.
The rule does not include a quota or require
preference being given to a BAME candidate
when appointing, but does ensure that a BAME
candidate is on the shortlist if a BAME candidate
has applied.
Named after Dan Rooney, the former Chairman
of the NFL’s diversity committee, the rule was
adopted by the England Football Association and
English Football League in 2018.

“...if an application is received
by a BAME individual and
they are not shortlisted,
detailed feedback of why
they were not shortlisted
is provided to the individual.
Ensuring positive action, not
discrimination.”

Interview Process:
▪ Ensure that everyone involved in the interview
process has been appropriately trained to the
standards required by the organisation, ensuring
that this covers diversity and inclusion and
unconscious bias training.

▪ Set up a pool of people from protected groups to be
an independent member of the interview panel. This
doesn’t have to be drawn purely from within your
specialism, a pool from across the organisation can be
established.

Promoting NHS Finance
Careers
If we are to recruit and encourage applications
reflective of our diverse community then we also need
to put some focused effort into raising the profile of a
career within NHS Finance.
Examples of how your team can achieve this include:

Case study: Diverse panellist ‘bank’
at The Royal Free London NHS FT
The Royal Free London strive to be an exemplar trust
regarding its working culture for staff, and in terms of
equality, diversity, and inclusion.
When recruiting into posts at Band 8b and above, trust
policy states that every interview panel must include an
independent panel member and there must always be
a BAME representative, even if all candidates are nonBAME.
To enable this to be standard practice, HR identified
individuals working in different departments to include
in a new recruitment group - all of which identify with
one or more Protected Characteristics. The group were
then put through recruitment and D&I training and
worked together to identify and understand challenges
/ issues that different candidates may face in terms

of their backgrounds. This process helps to ensure
an inclusive culture and focus when recruiting, and
during interviews. When an interview is scheduled, a
panellist from the group will be called upon to act as the
independent member for the interview.

▪ Commit to presenting at 5 x schools in the area
each year about NHS finance.

If a candidate, who identifies to a Protected
Characteristic, did not get appointed into the role for
any reason, the recruiting manager has a responsibility
to respond to the candidate in writing with positive
feedback on why they weren’t successful and what they
can improve on going forward. They will also offer the
opportunity for the candidate to attend a meeting to
discuss their feedback in person / on a call. This is then
produced into a report that is shared with the trust Chief
Executive.

▪ Commit to presenting at any local career fairs.

The process helps the trust ensure that they are
not adversely recruiting people, and this is regularly
governed by the trust’s Group Executive Committee.

▪ Contact your local Job Centre to enquire about
how you can share information with job seekers
within the community.

GUIDANCE: RECRUITMENT EQUALITY
Commitment cHARTER
If you are utilising the services of a recruitment
agency to recruit to a post, make sure that you
and the agency are following the:

Equality Recruitment Charter

Resources that you could use include:
NHS Finance
Careers Brochure

NHS Finance
Career Stories

Once you have put in place any of the above
recommended recruitment practices, reflect on
what difference that has made to the diversity of
your team.
Remember that some of the recommendations
will take time to have an impact (e.g.
presentations at schools) but the investment
should be worthwhile in years to come.
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02
Maintaining an Inclusive
Environment
Use the actions in this section to help make your working environment inclusive,
welcoming and supportive to all staff.

Including:
▪ Retention processes
▪ Communications
▪ Review practice
▪ Events and focus groups
▪ Staff networks
▪ Diversity and inclusion targets
▪ Department good practice

In NHS Finance we can all play our part in building
and nurturing this culture and sense of belonging,
so that staff feel part of the team and want to stay.

Within the ‘2020/21 NHS People Plan’ there is the
commitment for a “compassionate and inclusive
culture by building on the motivation at the heart
of our NHS to look after and value our people,
create a sense of belonging and promote a more
inclusive service and workplace so that our
people will want to stay.”

Retention
Create a working environment where staff feel that
they can be themselves and that their culture, beliefs,
their approach to life, is accepted. An environment
where everyone can be their authentic self. This could
be done by:
▪ Acknowledging and honouring multiple religions
and celebrating cultural events within the calendar.
For example:
▪ Host a Finance department Pride celebration, or
encourage Finance team support towards your
organisation’s Pride events
▪ Celebration of different cultures with food –
colleagues to bring food of their culture into the
office for others to try – i.e. for during a facilitated
coffee morning, or simply during lunchtime.

▪ Encouraging team members to share information
about themselves. Some finance teams have picture
boards on the wall sharing photos of the individuals
and providing information about themselves and
what they bring to the team; consider doing this
within your own team
▪ When organising social events for the team
consider whether the activity is inclusive. Consider
the actual activity when it takes place and where it
takes place. Ask team members for ideas as to what
you could do and include the opinions of individuals
who do not usually take part in work social outings.
▪ Set up internal newsletters / monthly emails which
could include:
▪ ‘Getting to know me’ section where each team
member can share something about themselves,
their interests (in and out of work) and their
passions. This is a simple but effective way to
familiarise staff with one another and is also a
great resource for new starters
▪ Signposting to resources around mental health &
wellbeing
▪ Celebrating successes within the department
▪ Promoting networking and development
opportunities

GOOD PRACTICE EXAMPLE:
South East London CCG’s
internal newsletter
https://onenhsfinance.nhs.uk/wp-content/
uploads/2021/08/South-East-London-CCGnewsletter.pdf

▪ Consider implementing a health passport for
staff members with a disability, long term health
condition, mental health issue or learning difficulty.
The passport should be completed by employees with
their line manager and is a document which covers
information about the condition, the adaptations
that they need and any difficulties that they face.
The passport can then be taken from job to job,
and from one organisation to another. The format
of the passport allows for a line manager to have
a structured discussion with an employee and
provides a clear record for new line managers of their
requirements.

Template example:
NHS Employers Health Passport
https://www.nhsemployers.org/case-studies-andresources/2019/09/health-passport

PRACTICAL STEPS TO EMBED EQUALITY, DIVERSITY, AND INCLUSION WITHIN YOUR TEAMS | 15

▪ Facilitate randomised coffee mornings where you
mix staff who identify to one or more Protected
Characteristics (PC) with staff who don’t identity
with a PC. This encourages staff to get to know their
colleagues within the department, especially those
who they may not have spoken with or got to know
previously. An easy activity to organise with powerful
outcomes.
▪ Recommended to be done once a quarter

▪ Ideally this should be organisation-wide rather
than just within the finance department and could
include colleagues from across your local system.
▪ A singular diversity-focused network for the whole
organisation isn’t enough or valuable. Different
challenges and experiences are faced by different
groups, which people may find difficult to share
openly in a space that isn’t properly focused or
identified for specific needs / groups.

▪ Value Makers / Inclusion & Diversity Ambassadors
may be suited to be organisers

Review Practice

Events and focus groups

Review current practice from a diversity and inclusion
viewpoint. This may include:

When organising events and focus groups it is
important to liaise with your Trust E&D lead (where
applicable) to ensure you are following inclusive
practices.

▪ Reviewing existing and new finance team policies
in terms of diversity and inclusivity
▪ Reviewing objectives of the individual team
members to include personal diversity and inclusion
related objectives for their next appraisal.
▪ This may include setting up a diversity and
inclusion group for a Protected Characteristic,
mentoring a staff member with a Protected
Characteristic, presenting at local schools re a
career in NHS finance, or taking part in reverse
mentoring or The National Sponsorship
Programme.
▪ Reviewing cycle of meetings and timing of
meetings. Does setting a meeting at a regular time
on a set day exclude individuals? Is the same true
for training and development sessions?

▪ Facilitate focus groups on a regular basis for staff
to chat through experiences.

EXAMPLE Agenda: Facilitating a
workshop on race
How to facilitate a session based on ‘talking
about race’ with a suggested agenda can be
found here: https://bit.ly/3DOJhIm

GUIDANCE: organising inclusive
events
▪ https://onenhsfinance.nhs.uk/wp-content/
uploads/2021/08/event-EDI-guidance.pdf

▪ Hold an initial meeting / call to discuss the coffee
morning with the department and ensure staff
sign-up to it – chaired by Finance Director. Good to
show buy-in and support from senior leaders

GUIDANCE: How to set up staff
diversity networks

▪ Organisers to split staff into different protected
groups (those that are known only, do not request
people to share personal information about
themselves unless they have offered to) and then
start pairing staff together – or in multiple numbers
depending on the size of your department. Pairs
and groups to cover all levels.

https://onenhsfinance.nhs.uk/wp-content/
uploads/2021/08/Setting-up-a-diversity-networkstep-by-step-guide_0.pdf

▪ Put together a short agenda including the pairings
of people to share ahead of the day
▪ Set up an area in your organisation to facilitate the
meetings with tables, chairs, and refreshments. Or
alternatively do this virtually e.g. on MS Teams and
confirm meetings in diaries ahead of the day
▪ Encourage informal and friendly chats between
pairs / groups. Providing examples of topics and
questions may be helpful for more introverted /
shy colleagues.
▪ Set up staff networks for different protected groups.
For example, a BAME network group, an LGBTQIA+
network, a disability network etc.

Support
Promote to ensure that staff are aware of the support
that is available to them if they face any diversity and
inclusion issues. This may be through:
▪ Organisation wide diversity and inclusion groups
▪ The employee assistance programme within your
organisation
▪ Freedom to speak-up guardians
All of which provide confidential help and support to
staff. Also, make staff aware of any local or national
networks.
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Finance Department
good practice
▪ Every finance department should have at least
one Value Maker. The VM network is made up of
thousands of like-minded NHS colleagues from across
the country who are passionate about improving NHS
finance. VMs help engage finance colleagues with
FFF and cascade information across their organisation
and region to support the delivery of work as part of
the national programme, including the diversity and
inclusion agenda.
More details about the VM network and how to
sign up can be found here: https://onenhsfinance.
nhs.uk/value-makers/
▪ Every finance department should have an Inclusion
& Diversity Ambassador. I&D Ambassadors collate
data in terms of diversity, on their organisation’s
recruitment processes and ways of retention. They
work with FFF and the Skills Development Network
(SDN) to share this data and identify areas that may
need improvement / support.
A full role description and how to sign up to
become an I&D Ambassador can be found here:
https://onenhsfinance.nhs.uk/id-ambassadors/

Useful resources to share in
the department and include
within internal comms:
1

Diversity and Inclusion
Targets

Diversity and Inclusion
Statement

Your team could carry out a diversity and inclusion
needs assessment, to review where the team is, to
agree where you want to get to, and then detailing the
steps that you will take in between.

You could consider having a diversity and inclusion
statement that reflects the ambition of the team,
examples include:

The team can then set specific diversity and inclusion
targets that are reviewed annually. These targets need
to be:

2

3

4

Understanding gender identities
and sexuality
Working inclusively with
colleagues with a disability
NHS Finance career stories:
Career Stories: Volumes 1 & 2
Video interviews

5

Top tips for finance teams
working remotely

▪ Being ourselves
▪ Understanding and respecting our differences
▪ Valuing our differences

▪ specific to the organisation and the community
▪ achievable based on historic turnover levels

GOOD PRACTICE EXAMPLE:
Lanyard schemes
An easy way to show your support to LGBTQIA+
colleagues is by adopting the use of rainbow
lanyards within the department, and the use of
the NHS rainbow logo on literature and internal
comms.

Ways to talk about race in the
workplace
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▪ measurable

Team members then need to take responsibility
for specific actions that will help achieve the set
target.

GOOD PRACTICE EXAMPLE: The Home
Office: Inclusive by Instinct
https://assets.publishing.service.gov.uk/
government/uploads/system/uploads/
attachment_data/file/739539/Diversity_and_
Inclusion_stratgy_PRINT.pdf

Examples of these actions could include:
▪ Presenting to schools about a career in NHS
Finance
▪ Review of recruitment advertising
▪ 1 x I&D ambassador in the department
▪ 3 x safe house / open house discussions a
year
▪ 3 x coffee mornings a year
▪ 1 x team training / development day (based
on D&I)
▪ Reviewing policies from a diversity and
inclusion perspective

Having a team statement reminds us
that diversity and inclusion is all of our
responsibility, as stated by the King’s Fund,
“Experiencing bias, discrimination or
inequality, is not a choice. Tackling it is.
Each member of staff, at every level, has an
active role to play in making the NHS a more
inclusive environment. It is the responsibility
of the majority, not the minority, to make this
change happen.”

GOOD PRACTICE EXAMPLE:
BME Allyship model
View Leeds Teaching Hospitals NHS Trust’s model
https://twitter.com/LeedsHospitals/
status/1315639569925255168/photo/1
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03
Demonstrating Inclusive
Leadership
This section outlines actions that management should take to help lead their staff
and teams in a fully inclusive way.

Including:
▪ Finance Director / CFO good practice
▪ Manager / Team Leader good practice
▪ Championing under-represented staff
▪ Allyship
▪ Appraisals and 1-2-1s
▪ Uncomfortable conversations

Finance Director / CFO good
practice
As a senior leader at your organisation, you have the
ability to effect real change by showing your support
to diversity and inclusion within your department,
and by being actively involved in activities around this
agenda. By being visible and backing your department’s
efforts to improve its working culture, your support will
be invaluable in gaining buy-in from staff across the
department, ensuring actions are delivered on with
momentum continued, whilst ensuring the messaging
behind why this is important lands effectively.
Making your stance visible and advertising yourself
as an Ally is a powerful way to influence others and
helps support those staff who feel under-represented
and / or unheard by having someone senior ‘in their
corner’.

“An Ally is someone who
is not a member of an
underrepresented group but
who takes action to support
that group.”

As a Finance Director / Chief Finance Officer, you
should be:
▪ Visible and known as an Ally for the department
▪ mention this in team meetings, creating a culture
for staff to feel comfortable in being open on these
topics, and to approach you directly
▪ include this on your intranet profile / internal
comms
▪ make time to talk to all members of staff in your
department where possible. Not just those who
you usually liaise with directly (management).

Good practice example: Visible
Allies - Brighton and Sussex
University Hospitals NHS Trust

▪ Involved in your department / organisation’s staff
networks
▪ take up opportunities to speak at their events &
meetings; showing your support, and contribute
when needed
▪ Championing high-performing staff from underrepresented groups at Director level
▪ sponsor one / two people (dependant on
organisation size) in the department using The
National Sponsorship Programme: https://
onenhsfinance.nhs.uk/sponsorship-programme/
▪ Offer your time to coach / mentor staff members
▪ Promoting NHS finance careers
▪ speak / present at 3 x local schools / colleges a
year to talk about a job in accountancy in the NHS
including benefits and progression opportunities
▪ link in with your local FSD and FFF leads to support
the delivery of this work

https://www.bsuh.nhs.uk/wp-content/uploads/
sites/5/2016/09/EDI-Bulletin-Issue-8-NovDec-2018.pdf

We have all been taught to believe that we are all the same, now we
need to start to understand and celebrate our differences and the
richness that this brings to a team or project. Remember that this
can seem daunting and heavy, but also remember the humour that
we bring into everyday conversation, which if done respectfully can
ease some of the tension when talking about diversity and inclusion.
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Managers / team leader
good practice
As a line manager or team leader you set the tone of
what is acceptable and what isn’t for your team. You
may be passionate about diversity and inclusion, but
it is your actions and sometimes the things that aren’t
said that will impact the most on the culture within
the team that you lead. Reflect on your actions, ask
yourself if you are being inclusive, are all team members
engaged, and reach out to those that are not engaging.
You are the one that can really influence and create the
environment for every team member to feel that they
belong.

As a manager or team leader you should:
▪ Ensure equitable access across the team to personal
development both within and outside of the office.
If individuals are not partaking, try to find out why.
Is there an alternative way of doing the training or
development that would be easier for the individual
to access? Is the menu of development opportunities
varied, or does it all involve a trip of over 40 miles, an
overnight stay, or ice breaker exercises with a room
full of strangers?
▪ Make a commitment to carrying out unconscious
bias training that you revisit and reflect on at least
annually.
▪ Ensure that appraisals are delivered with every
member of the team each year and include a
Personal Development Plan (PDP) that has been
tailored to the individual needs of that team member.

Useful frameworks for
appraisals and planning
objectives:
1 NHS Finance Competencies
2 Ensure signposting to staff members from

protected groups on further development
opportunities such as: sponsorship,
coaching and mentoring.

▪ Ensure that yourself and your managers have
targets around diversity and inclusion and that
you each have a personalised objective relating to
diversity and inclusion that states clearly what you are
going to do in the next 12 months.
▪ Organise ‘1-2-1s’ with new members of the team
to welcome them and to thank them for choosing
to work in the team. Include in this welcome a
discussion as to their requirements in the role and
any issues they may have, including talking through
a health passport if appropriate. This is in addition
to continuing to promote regular 1-2-1 discussions
between line managers and team members and
promoting an open door to your office to discuss any
issues or concerns.
▪ Have consistent communications with your HR
department to ensure that you are kept up to
date with organisational policies for all protected
groups and the support that is available to staff
from protected groups, so that you can signpost this
information to your team.
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Uncomfortable conversations
Diversity and inclusion conversations are not always
that comfortable or easy for everyone to have.

GUIDANCE: ways to talk about
race in the workplace
https://onenhsfinance.nhs.uk/wp-content/
uploads/2021/07/Ways-to-talk-about-race.pdf

Claudia Iton, Former Global
HR Director for Unilever,
advocates that:
“if you only commit to one
thing, commit to having a
conversation with someone
that doesn’t look like you,
doesn’t act like you or
with whom you have had
the least interaction. Ask
questions about themselves,
be inquisitive and be
respectful.”

It may feel uncomfortable but it is the dialog that
is important as it will provide you with insights into
how it feels to walk in the shoes of that individual as
a member of the team, and may help you to make
changes for the better.
Whilst the first conversation may be uncomfortable,
the next will be a little easier until the whole team feel
much more comfortable with discussing diversity and
inclusion.
Sally Scales shared with the Leadership Academy
the following when interviewing 10 aspiring BAME
nurse leaders about the barriers that may stop BAME
leaders reaching senior levels:

“I initially found the process uncomfortable;
it’s a sensitive topic and I was very aware of
my lack of diversity. I was self-conscious and
because of this, the first two interviews felt
quite strained. I took a pause to reflect on why
I found this so difficult. Just the act of talking
about race and bias made me very conscious
of my own whiteness and the privilege this
offered, and for some reason this made me feel
defensive. However, I reflected on my role as
a researcher, and my own experiences of bias
as a woman from a working-class background
trying to influence predominantly male, middle
class clients. I also reflected on my motivations
for conducting the research and my genuine
desire to make a change. This allowed me to be
more confident and relaxed in the remaining
interviews, which in turn allowed me to have a
better connection with the nurse leaders. “
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04
Training and Development Ideas
This section shares ideas of training and development for staff that is focused on
equality, diversity and inclusion.

Including:
▪ Unconscious bias training
▪ Reverse mentoring
▪ Career sponsorship
▪ D&I awareness courses
▪ Confidence building programmes

Unconscious Bias Training
Unconscious bias training seeks to uncover
our biases, the views and opinions that we are
unaware of, which operate without us being aware,
affecting our behaviour and decision making.
Frequently this training is offered in relation to
recruitment training, but it is also useful as a tool
to become aware of our own unconscious biases
and how they impact, specifically in relation to
people who belong to protected groups.
The training may include:
▪ An unconscious bias ‘test’ which is a
reaction-time measure of how quickly
you link positive and negative stimuli
to labels such as ‘male’ or ‘female’
▪ An unconscious bias ‘test’ debrief
which explains the results
▪ Information as to the theory
▪ Information on the impact of unconscious
bias (via statistics / illustrative examples)
▪ Suggested techniques for either reducing
the level of unconscious bias or mitigating
the impact of unconscious bias.

As a minimum, staff that are involved in the
recruitment process should undertake this training,
however understanding our unconscious biases
provides another opportunity for reflection
and to make a difference moving forwards.

Reverse Mentoring
The King’s Fund advocate that to be inclusive
“Understanding the lived experience of staff is
undoubtedly the starting point.” Reverse Mentoring
seeks to do this by a senior member of the organisation
being mentored by someone in a more junior position.
Specifically, the ReMEDI project (Reverse Mentoring
for Equality, Diversity and Inclusion) focuses on
the development of leaders by mentors from
protected groups. The mentors are in a more
junior position and are ‘experts by experience’.
The mentoring conversations are used to drive
change as the project puts together individuals
that wouldn’t normally interact, and encourages
challenging conversations that will drive change.

reverse mentoring Case study:
ReMEDI project
▪ Watch the presentation: https://www.youtube.
com/watch?v=RSRNA6e_bsU
▪ Derbyshire Healthcare NHS FT case study:
https://onenhsfinance.nhs.uk/reversementoring-for-equality-diversity-inclusionremedi-building-inclusive-leadership-andculture/

If your organisation has a reverse mentoring
programme in place, ensure that your senior
leaders are participating, and if you belong
to a protected group think about putting
yourself forward to be a mentor.
Without being part of the programme, commit to
seeking out the views of a diverse range of people when
implementing something new, reviewing processes,
or just generally seeking out different viewpoints
of colleagues. Challenge yourself to speak out, to
challenge views and behaviours and to raise issues.

mentoring framework:
Leadership Academy Reciprocal
Mentoring for Inclusion:
https://www.leadershipacademy.nhs.uk/
programmes/reciprocal-mentoring-for-inclusionprogramme/

If your organisation has a reverse mentoring
programme in place, ensure that your senior leaders
are participating, and if you belong to a protected group
think about putting yourself forward to be a mentor.
Without being part of the programme, commit to
seeking out the views of a diverse range of people when
implementing something new, reviewing processes,
or just generally seeking out different viewpoints of
colleagues. Challenge yourself to speak out, to challenge
views and behaviours and to raise issues.
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Sponsorship Programme
The sponsorship programme is a two-year programme
providing career sponsorship for high potential
finance staff who are from the groups underrepresented at Director level within NHS Finance.
This includes females, individuals of Black, Asian
and minority ethnicity, individuals with disabilities
and individuals that recognise themselves as gay,
lesbian, bisexual or transgender (LGBTQIA+).
Evidence suggests that career progression is often
facilitated in part by the informal networks people
develop but that these networks can unintentionally
be much more difficult to access by some. The
Sponsorship Programme aims to address this need
by providing a suitable way to widen professional
networks and exposure for those who may feel that
this is something that has been difficult in the past.
The sponsorship relationship is a reciprocal one that
requires dedication and attention from both parties.
It is the sponsee’s responsibility to deliver to a high
standard and be trustworthy; they must also drive
the relationship building by proactively organising
meetings and shaping conversations in line with what

they want to get out of the programme. In return
the sponsor gives advice, feedback, creates space
for their sponsee to connect with other influential
professionals, and advocates for their sponsee to
have access to career enhancing opportunities.
Full guidance can be found here: https://
onenhsfinance.nhs.uk/sponsorship-programme/

Diversity and Inclusion
Awareness Courses
Look at courses that are available:
▪ Within your organisation
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Confidence Building
If you have shy, self-limiting team members, speak to
them and try to establish the underlying issue. If it is
that they lack confidence, look for resources within your
organisation that may help.

Challenge yourself as to whether this is an area
where you need to develop, and link to your personal
objectives around diversity and inclusion.

▪ Breaking Diversity Barriers development
programme: https://onenhsfinance.nhs.uk/
breaking-diversity-barriers/
▪ The Springboard Programme for women

Good practice Example:
South West Yorkshire Partnership
confidence guide

▪ https://elft.nhs.uk/News/Springboard-forStaff

https://southwestyorkshire.nhs.uk/wp-content/
uploads/2018/04/Confidence-how-can-I-get-someself-help-guide-2014.pdf

▪ The Leadership Academy stepping up
programme for BAME colleagues https://www.
leadershipacademy.nhs.uk/programmes/thestepping-up-programme/

▪ With FFF, SDN and HFMA
▪ Available nationally from the Leadership Academy,
NHS Employers and Health Education England

Programmes aimed specifically at individuals of a
protected group can also be helpful including:

If they have low self-esteem, encourage staff to access
support from the local employee assistance programme.
Counselling or CBT (cognitive behavioural therapy) may
really help.

▪ https://springboardconsultancy.com/
springboard-work-personal-developmenttraining-course-for-women/
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Towards Excellence
ACCREDITATION
Creating a diverse and inclusive workplace is a real priority, and therefore it should
be no surprise that there are specific targets within the FFF Towards Excellence
Accreditation process that relate to diversity and inclusivity.

Level 1
Level 1 requires the team to
have an awareness of D&I, to
be aware of how the diversity
of the team compares with that
of the local population, and to
be aware of the FFF Equality &
Diversity Commitment Charter
and the circumstances in which
it should be used.
▪ 1.4.3 A workforce plan is in
place for the finance function
which measures its diversity
and compares it with that of
the local population.
▪ 1.4.4 The finance function is
aware of FFF’s Equality and
Diversity Commitment Charter.

Level 2

Level 3

Level 2 builds on Level 1 and
Level 3 requires that these plans
requires the team to not only
are being acted upon.
measure their diversity in
▪ 3.4.2 The diversity of the
comparison with the local
finance function is measured,
population, but also to put in
and actions have been taken
place plans to bring the diversity
to correct any significant
of the team more in line
differences between the
with the diversity of the local
diversity of the function and
population.
that of the local population.
▪ 2.4.3 The diversity of
▪ 3.4.3 FFF’s Equality & Diversity
the finance function is
Commitment Charter is
measured and compared
used whenever recruitment
with the diversity of the local
consultants are involved in
population and plans are in
recruitment to a finance
place to correct any significant
function vacancy.
differences.
Find full information on the
▪ 2.4.4 Consideration is given
three levels of Accreditation
to FFF’s Equality & Diversity
here: https://onenhsfinance.
Commitment Charter when
nhs.uk/accreditation/
recruitment consultants are
engaged in recruiting staff to
the finance function.

Within the checklist at the end of this document, we have highlighted the
actions with a symbol that will help you to achieve the different levels of the FFF
accreditation process, as a tick on the D&I process may also take you a step further
on your accreditation journey.
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CHECKLIST
FINANCE DEPARTMENT

RECRUITMENT PROCESSES

FINANCE DIRECTOR/CFO

□

There is at least one Value Maker in the
department

□

CFO is visible and recognised as an ally

□
□
□

We have an Inclusion & Diversity Ambassador

□

We encourage the wearing of lanyards to show our
support

When recruiting, consideration is given and
communicated as to how the job may be
carried out flexibly and/or remotely

□
□
□

□

□

□

Team has access to and are signposted to focus
groups for protected groups

All demographic information is removed from
applications for the shortlisting process

□

□

A quarterly event is organised to encourage
members across the teams of the finance
department to meet e.g. randomised coffee
mornings

The shortlisting panel includes at least one
member who is part of a protected group

□

CFO sponsors members of the team as part
of the FFF Sponsorship programme

□

Our social events are varied in both activity and
timings

Time is provided to reflect on the diversity of
the application pool and whether amendments
need to be made before the next recruitment
process to encourage a more diverse pool

□

□

Events are held acknowledging and honouring
multiple religions and celebrating cultural events
within the calendar

All members of the interview panel
are appropriately trained

□

□

Every interview panel includes an independent
member from a protected group

□

□

All interviewees are asked prior to the interview
if they require any adaptions to be made
to allow them to access the interview

□

□
□

The department has a regular newsletter

□

Specific team diversity and inclusion targets are in
place and are reviewed annually

□

Diversity and inclusion resources and updates are
shared across the team

□

RETENTION

Advertisement methods and content
are reviewed at least annually

A structure interview format is followed and
includes a question asking if the candidate
requires any adaptations to be made to
allow them to carry out the role

□

The FFF Equality Recruitment Commitment
Charter is used whenever recruitment agencies
are engaged within the recruitment process

□

Team commitments to engage the
community in a career in NHS finance
are in place and reviewed annually

□

Progress against diversity and inclusion
targets is regularly reviewed

CFO engages with all members of the department
CFO is involved in the departments networks
and speaks at diversity and inclusion
events and attends celebrations

CFO regularly promotes a career within NHS
Finance within the local community

MANAGERS/TEAM LEADERS

□
□

Ensure equitable access to
training and development
Carry out unconscious bias training and
reflect on training at least annually
Appraisals are carried out with the team
each year and include a PDP reflective of
the personal needs of the individual
You have personal diversity and inclusion
targets and have set targets for your team
‘Welcome’ 1-2-1’s are carried out
with new team members
Regular conversations are held with HR
colleagues to ensure that you are kept up to date
with diversity and inclusion guidance and the
support available to yourself and your team

□

‘Getting to Know Me’ information
is shared across the team

□
□

Where appropriate health passports are in place

□

Individual team members have specific
diversity and inclusion objectives

□

Cycle of meetings and timing of meetings is
regularly reviewed to ensure accessibility

As appropriate the team members
participate in the following:

□

Staff are signposted to support that
they can access if they face any
diversity and inclusion issues

□
□
□
□
□

□

Existing and new policies are reviewed
from a diversity and inclusion viewpoint

We have a team diversity and inclusion statement

□

Have regular conversations with team
members that look different to you,
or appear to be less engaged

TRAINING AND DEVELOPMENT
Unconscious Bias training
Reverse mentoring programme
Sponsorship programme
Diversity and Inclusion awareness courses
Confidence Building programmes

further information
Find further information on our inclusion projects
on the FFF website: www.onenhsfinance.nhs.uk
Or contact us at one.finance@nhs.net

One NHS Finance brings together the Future-Focused Finance, National Finance Academy, and the Finance Innovation
Forum programmes and networks to make sure that everyone working in NHS Finance has access to skills, knowledge,
methods, and opportunities to influence and enhance patient services.

