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Healthier Together Workforce Strategy
The Healthier Together Workforce Strategy underpins our
vision for equality, diversity and inclusion:
We are thriving not just surviving, attracting, supporting and developing a workforce that is skilled,
committed, compassionate and engaged, enabled to deliver exceptional care every day.
•
•
•
•
•
•

Working together to maximise the potential benefit for the population, our patients, our staff and the
system.
Workforce planning to ensure we have sufficient staff with the right skills delivering care in the right
place, both now and in the future.
Collaborative training and development providing consistent, quality training at scale through our
Learning Academy.
Primary care workforce development through MDT working at locality/cluster level to reduce the
burden on GPs.
Joined up health and social care workforce, improved career pathways, reduced vacancies and more
integrated services through joint working.
Collaborative temporary staffing, training and support functions offering flexible, cost-effective staffing
options.

Sirona’s Taking it Personally values
At Sirona we live our Taking it Personally values. Inclusivity is integral to
Taking it Personally. Examples include:
• Treating people with courtesy and respect so they feel welcome
• Having a welcoming and positive attitude
• Being warm, friendly and interested in you
• Valuing and respecting you as an individual
• Communicating effectively with people so they feel valued
• Involving people, listening to people and answering their questions

Sirona’s equality principles
Six equality principles:
• Promoting accessibility
• Valuing cultural diversity
• Promoting participation
• Promoting inclusive communities
• Promoting equality of opportunity
• Reducing disadvantage and exclusion

Where are we now?
• Different communities have different needs
o The prevalence of Type 2 diabetes in the Bangladeshi and Pakistani
communities compared to the general population is 5 times higher. (Source:
Naqvi and Field (2006))

• Different communities have different levels of access
o Compared to women, men in the UK access their GP 20% less frequently.
(Source: Men’s Health Forum website (2010))

• Different communities have different levels of representation
o In the UK, 1 in 8 people of working age are members of BAME communities,
but only 1 in 16 hold senior management roles are held by BAME people.
(Source: Race at the Top, Business in the Community (2014))

Sirona’s care approach
Sirona has a “strength’s based” care model which works with service
users wherever they are (physically, mentally, emotionally, financially etc)
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A workforce with the right skills, values….working collaboratively with others to….deliver
exceptional care

Challenges
• Our workforce is not directly representative of the wider communities we
service.
o We are over-represented in some areas (eg female staff)
o We are under-represented in others (eg disabled staff)

• We deliver services across very different populations in South Glos and
Bristol.
• Some communities are changing rapidly
o For example, 16% of the population in Bristol is from a BAME background but amongst
children it is 28%.

• No current community health provider in BNSSG has full visibility of
equalities data and perceptions of it’s service users.
• There are gaps in our understanding
o For example, which communities don’t access our services and why?
o How does service user experience vary for different communities and why?

Achievements and Progress
•
•
•
•
•
•
•
•
•
•

Board engagement
Public, patient, service user and carer engagement
Inclusion and support to service users
Accessible Information Standard and translation service
Equality Impact Assessments
Inclusion and support for staff
Engagement with external specialists and networks
Staff Equalities Group
Disability Confident Employer award
Research-informed training in partnership with Barnardo’s

Sirona’s equality, diversity and inclusion approach
“meeting people where they are”
System

•
•
•
•
•

Patients
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Community and identity

•
•
•
•

Home
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Personal resources

•
•
•
•
•

Knowledge
Finance
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Employment
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Self

• Emotionally
• Physically
• Mentally

Equality, Diversity and
Inclusion Strategy
Action area 1
Engaging with all our
communities

Action area 2
Feeling welcome and
engaged in the Sirona
community

Action area 3

Thriving across
communities

Engaging with all our
communities
•
•
•
•

Improving and measuring access for all service users
Promoting careers in healthcare
Resourcing model and community level engagement
Volunteering strategy

Feeling welcome and engaged
in the Sirona community
•
•
•
•
•

Service user experience
Patient, service user and carer forums
New starter experience
Staff experience
Staff voice

Thriving across communities
• Supporting people to have a voice in co-production.
• Building on strengths to make a positive change to the lives of
service users, the wellbeing of staff, the capability of volunteers and
the sustainability of communities.
• Staff career progression through succession planning based on
competencies
• Role modelling inclusive leadership behaviours to support individual
needs and system change
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Taking a strengths-based approach
to our own work
Resources available to us:
• Communities of practice and networks
• Seeking the perspectives of other interested parties
• Expert guidance from the Diversity Trust
• Staff Equalities Group
• Building on the work already underway across the system

Why are we doing this?
Equality, diversity and inclusion is a matter of social value and social
justice for us. Our aim is to “meet people where they are” in order to
help them towards:
• Valuing themselves and others
• Rewarding work
• Access to more resources
• Better health
• Fulfilled lives
• Sustainable, self-supporting communities

