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Model Employer

Increasing black and minority ethnic representation at 

Bands 7 to VSM 

The Workforce Race Equality Standard Model Employer paper, published in January 

2019, sets out an ambition to increase black and minority ethnic representation at all 

levels of workforce by 2028. 

This ambition has been expedited by the NHS People Plan 2020 to increase senior 

leader representation by 2025 to equate to either the organisational or community 

percentage, whichever is highest. 

As a trust the overall representation was 20% as at the 31st March 2020 compared to 

14% in the community. Therefore, year on year targets to increase black and minority 

ethnic representation in these bands have been set and reaching this new aspirational 

target will require significant acceleration of planned activity.
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Table 1 displays our annual black and minority ethnic (BAME) representation 

targets as a percentage of the bands 7 to VSM workforce to reach 20% by 

2025. The additional FTE required is also displayed.

Chart 1 shows our current progress towards meeting the yearly target.

Portsmouth’s current BAME workforce in bands 7 to VSM is 5.5%, with an 

aim to reach the target of 6.9% by March 2021.

Annual Targets & Target FTE – Bands 7 to VSM inclusive

Current Year

Year Annual 

Target

Target Total 

BAME FTE

(Based on forecasted 

Trust  FTE)

Additional FTE 

required in-year 

to meet target

2021 6.9% 66.9 21.6

2022 10.2% 104.6 37.7

2023 13.4% 146.6 42.0

2024 16.7% 193.1 46.5

2025 20.0% 244.6 51.5

Table 1

Chart 1
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Targets
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Actions to increase representation are laid out in the 2020-2022 EDI Improvement plan in two priority objectives:

▪ Reduce the number of black and minority ethnic and Disabled staff reporting a lower likelihood of being appointed from shortlisting 

through improved and inclusive recruitment processes

▪ Provide inclusive career opportunities for development, leading to a more representative workforce at every level i.e. including

positive action

Actions include:

▪ Positive action programmes i.e. Beyond Boundaries

▪ Continued investment in our management and leadership development, ensuring compassionate, inclusive leadership is at the centre

▪ Place inclusion at the centre of people processes such as recruitment, appraisal, training and development programmes

▪ Develop an internal group of inclusion experts to provide advice for shortlisting and target recruitment opportunities 

▪ Invest in a system with suitable data reporting capabilities to monitor candidate profiles at all stages of recruitment

▪ Career conversations embedded as part of the annual appraisal process

▪ Implement and fully embed an inclusive talent management system, to support the development of a talent pipeline 

▪ Grow coaching and mentoring capacity as part of our development offer

▪ Promote and support inclusive access to training, learning and development opportunities, at national, regional and local level,

identifying any specific gaps requiring some targeted or bespoke programmes

▪ Targeted recruitment

▪ Implement a ‘reverse mentoring’ scheme for minority ethnic staff 
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