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1. SUMMARY  
 
1.1 This report provides an overview of the Equality, Diversity and Inclusion work undertaken 

by the CCG in the last year.  The aim of this is to demonstrate and provide assurance that 
the CCG is meeting its statutory and legislative responsibilities regarding Equality.  This will 
be the last report of this nature as the responsibility for this work will move to the West 
Yorkshire Integrated Care Board 

 
2. BACKGROUND  
 
2.1 Publishing equality information and setting equality objectives helps to demonstrate that the 

CCG is compliant with the Equality Act of 2010 and the Public Sector Equality Duty.   The 
way we deliver on equality objectives can be measured in many different ways, some of our 
effort focuses on the way we commission services and narrow inequalities for patients and 
service users.  The other way we focus our efforts is on narrowing inequalities for our 
colleagues across the CCG to improve working lives for staff. 

 
2.2 Our 2020 Equality Diversity and Inclusion Report highlighted the key information on 

diversity across the City of Leeds and our approach to Equality and Diversity as a CCG. As 
the 2021 census information will not be released until the summer of 2022 much of that 
information remains the same. As such this report aims to focus on key areas of delivery 
since July 2021.  
 

 
3. OVERVIEW 
 
3.1 Equality Objectives 

 
In 2017 we published a set of equality objectives that we would work on as a CCG over a 5 
year period.  These were developed in collaboration with our partners across the city and 
we continue to work together to achieve these objectives.  These objectives came up for 
review at the end of the 2021 however given the shift in statutory responsibility for Equality 
and Diversity to the ICB these objectives have been maintained. As an individual 
organization, Leeds CCG will no longer have the responsibility to develop its own equality 
objectives and will instead work to the objective developed by the ICB.   In addition to the 
equality objectives the CCG also annually reports and acts to improve its Workforce Race 
Equality information and its Gender Pay Gap data.   
 

3.2 Objective 1 – Improve the collection, Analysis and use of equality data and 
monitoring for protected groups 
 
➢ We continue to use the West Yorkshire and Harrogate Combined Impact 

Assessment template within wider CCG commissioning processes to ensure that a 
high and consistent standard of equality impact assessment is undertaken using the 
approved tool. 

https://www.gov.uk/guidance/equality-act-2010-guidance
https://www.gov.uk/government/publications/public-sector-equality-duty
https://71633548c5390f9d8a76-11ea5efadf29c8f7bdcc6a216b02560a.ssl.cf3.rackcdn.com/content/uploads/2020/10/Equality_Diversity_Inclusion_Update_2020-Final.pdf
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➢ We continue to work with our partners to deliver the Big Leeds Chat (BLC) to better 
understand the views of local people including those from protected characteristics. 

 
3.3 Objective 2 – Improve access for protected groups 

 
➢ In March 2020 our Health Inequalities framework was published.   The framework 

describes how the CCG will use its commissioning resource to narrow health 
inequalities.  

 
➢ Following on from their formation under Shaping Our Future, the Population Health 

Planning and Pathway Integration Directorates continue to have a strong influence 
on improving access for protected groups.  10 Population and Care Delivery boards 
have been developed to ensure a consistent way of working and a focus on 
populations rather than individual organisations.   

 
 

3.4 Objective 3 – Accessible Information Standard (AIS) 
 

➢ We continue to ensure that we as a CCG adhere to the Accessible information 
standard.  Whilst the Access for All Group is currently on hiatus, the involvement 
team and the People & OD team continue to support with any specific requests 
around AIS. 

➢ We continue to monitor provider Trusts’ compliance with requirements through their 
annual equality performance reports. 

 
3.5 Workforce Race Equality Standard (WRES) 
 

➢ The CCG has continued to deliver against its WRES action plan. The results of the 
2021 WRES data analysis were shared in last years PSED report.  The results 
showed A notable increase in diversity of staff at senior levels in the organization.  It 
is believed that this is a direct result of having representation from a person of colour 
on all interview panels for roles at band 7 & above.  The 2022 WRES report has not 
yet been requested by NHSEI. 

➢ Within last years WRES report the CCG saw minimal improvement in its bullying and 
harassment data for people of color. Whilst the 2022 WRES report isn’t available, the 
data for this statistic is taken from the NHS Staff Survey and the 2021 NHS staff 
survey shows a vast improvement in this area. 
 

3.6 Gender Pay Gap (GPG) 
 

➢ Both our Mean and Median Gender Pay Gap data have once again shown a 
decrease which is positive.  

➢ We continue to see a predominantly female workforce at the CCG, however our 
Gender pay Gap is still quite large.  This has been explained by the tenure of female 
staff versus male staff, with male staff having been in their respective pay bands 
longer. This means that the majority of male staff are further along the pay points for 
their bands than their female counterparts. The terms of Agenda for Change Pay 
Progression directly link tenure in your pay band with the ability to move up the pay 

https://71633548c5390f9d8a76-11ea5efadf29c8f7bdcc6a216b02560a.ssl.cf3.rackcdn.com/content/uploads/2020/09/LCCG-Health-Inequalities-framework-30Sep20-2.pdf
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scale The new pay structure introduced to the NHS should help to eliminate some of 
this discrepancy due to the shortened amount of time needed to reach the top of a 
pay band, however no improvement is likely to be seen for several years.  One more 
Gender Pay Gap report will be created for 2022 as the CCG was still a statutory 
organization on the 31st March 2022.  After this all Gender Reporting will be 
completed by the ICB. 

 

4. NEXT STEPS 
 
 
4.1.    The CCG has consistently delivered against its Equality Objectives, to narrow health 

inequalities and to improve working lives for staff from marginalised groups. Though the 
CCG will cease to exist in its statutory form at the end of June, the Leeds Office of the ICS 
will continue to ensure that Leeds place remains focused on meeting these objectives. 

    
4.2. In the future the ICB will pick up future responsibility for the delivery of the Public Sector 

Equality Duty Report.  This will be a collaborative process that will allow the Leeds Office of 
the ICS to continue to highlight good practice with regards to upholding the Equality Act of 
2010, and Improving Access to Care across the Leeds Place. 

 
 

5. RECOMMENDATION 
 

         
The EMT is asked to: 

 
a) CONFIRM that it is assured that the CCG has met its Public Sector Equality Duties. 

 
 
 
 
 
 
 
 
 
 


