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The following information was requested on 9 August 2022: 
 
We would like to know the number of employees within NHS Resolution whose job roles 
formally require them to address issues of Equality, Diversity and Inclusion (EDI), including but 
not limited to all staff whose job title has ‘EDI’ ‘Equality’ ‘Diversity’ or ‘Inclusion’ in it, as well as 
all remuneration costs for these roles. 
 
Does NHS resolution have an EDI strategy, a diversity strategy, or any other strategy aimed at 
increasing the amount of female, BAME, LGBT+, or disabled employees? 
 
What are the costs related to the development and implementation of these strategies? 
 
Is NHS Resolution involved in any other project or initiative aimed at promoting diversity, in 
terms of gender, ethnicity, nationality, sexual preference or ablebodiedness, and if so, what 
are the costs related to these projects or initiatives? 
 
Our Response 
 
1. The number of employees within NHS Resolution whose job roles formally require 
them to address issues of EDI including but not limited to all staff whose job title has ‘EDI’ 
‘Equality’ ‘Diversity’ or ‘Inclusion’ in it, as well as all remuneration costs for these roles. 
 
• Director of Finance and Corporate Planning – Executive sponsor for race 
 
Details of remuneration cost for this role can be found at page 86 of NHS Resolution - 
Annual report and accounts 2021/22 
 
• Deputy Director of HR&OD (Band 8d) 
• Head of OD, Learning and Education (Band 8b) - approximately 3 hours per 
week 
• Senior OD Adviser (Band 7) – approximately 3 hours per week 
• OD Support Officer (Band 5) – approximately 3 hours per week 
 
 

https://resolution.nhs.uk/wp-content/uploads/2022/07/NHS-Resolution-Annual-report-and-accounts-2021_22_Access.pdf
https://resolution.nhs.uk/wp-content/uploads/2022/07/NHS-Resolution-Annual-report-and-accounts-2021_22_Access.pdf


 
 

 

Details of remuneration costs for these roles can be found here - Pay scales for 
2022/23 | NHS Employers 
 
2. Does NHS resolution have an EDI strategy, a diversity strategy, or any other strategy 
aimed at increasing the amount of female, BAME, LGBT+, or disabled employees? 
 
• Equality, Diversity and inclusion strategy and action plan 2019 – 2022. 
• People Strategy, which has a people pillar focused on Equality, Diversity and 
Inclusion, which is currently being drafted and will be launched later in September 
2022. 
 
3. What are the costs related to the development and implementation of these strategies? 
 
This information is not held. We do not record this information.  
 
The strategies are produced as part of the day-to-day role of the HR&OD team. 
Members of staff within the HR&OD team work collaboratively across the organisation 
to produce the strategies. The final strategies are then signed off by the Senior 
Management Team, Board and/or the People Committee. We do not keep a record of 
the time spent by each member of staff on this specific report. 
 
4. Is NHS Resolution involved in any other project or initiative aimed at promoting 
diversity, in terms of gender, ethnicity, nationality, sexual preference or able bodiedness, and if 
so, what are the costs related to these projects or initiatives? 
 
• We currently have three Staff Networks which are set out below.  We are 
looking at how we align these to ensure best use of people resource. 
 
Diversity Matters 
 
The Diversity Matters staff network is open to all staff (permanent, temporary and 
volunteer) who identify themselves as a member of a Black, Asian, or Minority Ethnic 
Group. It is also inclusive and open to all staff members who have an interest in Black, 
Asian, or Minority Ethnic issues and would want to identify as an ally. 
 
Disability Network 
 
The Disability network is open to all NHS Resolution staff and aims to provide a 
supportive, non-judgemental and confidential space for people with disabilities and 
people with an interest in the field of disability and inclusion. 
 
LGBTQ+ Staff Network 
 
The LGBTQ+ Staff Network aims to create a safe space for LGBTQ+ colleagues and 
allies across NHS Resolution. Working alongside the other staff networks to support 

https://www.nhsemployers.org/articles/pay-scales-202223
https://www.nhsemployers.org/articles/pay-scales-202223


 
 

 

the ED&I Strategy and Action Plan, this network aims to raise awareness, education 
and support for LGBTQ+ identities and experiences. 
 
Staff undertake activities in relation to the network groups as part of their normal 
working hours and also in their own time. The network meetings are open to all staff to 
attend and the cost of time spent is not captured. Staff receive support from HR&OD in 
taking forward any initiatives that come out of the network group discussions. 
 
• Disability Confident Scheme 
 
NHS Resolution is a signatory of the Disability Confident Scheme. In August 2020, we 
gained Level 2: Disability confident employer accreditation.  
 
• Gender Pay Gap (GPG) 
 
As a public sector employer with more than 250 employee, NHS Resolution measures 
and publishes its GPG information on the government website and our website.  
 
• Workforce Race Equality Standard (WRES) 
 
The WRES is a tool to measure improvements in the workforce with respect to Black 
and Minority Ethnic staff with many of the methods being transferable to focusing on 
other groups. NHS Resolution is committed to publishing WRES data, with the aim of 
being transparent in addressing any areas that will improve the workplace experience 
and representation at all levels for Black and Minority Ethnic staff.  
 
2019 was the first year that we reported on WRES and while data is included in the 
2019 WRES data analysis report, it is included as an annex as there is no comparative 
analysis. NHS Resolution reported data in 2020. 
 
• Workforce Disability Equality Standard (WDES) 
 
The WDES is a set of ten specific measures (metrics) which enables NHS 
organisations to compare the workplace and career experiences of disabled and non-
disabled staff. NHS Resolution will be providing this data in the future.  
 
This concludes our response to your request. 
 
If you are not satisfied with the service that you have received in response to your 
information request, it is open to you to make a complaint and request a formal review 
of our decisions. If you choose to do this, you should write to Tinku Mitra, Deputy 
Director of Corporate and Information Governance, Data Protection Officer for NHS 
Resolution, within 28 days of your receipt of this reply. Reviews of decisions made in 
relation to information requests are carried out by a person who was not involved in 
the original decision-making about the request. 
 

https://resolution.nhs.uk/about/corporate-services/human-resources-and-organisational-development/
mailto:tinku.mitra@nhsla.com


 
 

 

If you are not content with the outcome of your complaint, you may apply directly to the 
Information Commissioner for a review of the decision. Generally, the Information 
Commissioner will not make a decision unless you have exhausted the local 
complaints procedure. The address of the Information Commissioner’s Office is: 
 
Wycliffe House  
Water Lane  
Wilmslow  
Cheshire  
SK9 5AF 
 
https://ico.org.uk/  

https://ico.org.uk/

