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UKSBS Executive Committee
Monthly meeting

Agenda
Members: RS
I Officer)
|
(CH)
(Bw)
(LC)
(VM)

In Attendance: [ GG

Apologies: SRS
Date: 19 March 2025

Location: CS2, Polaris House, Swindon

Time: 10:00 to 12:50

Action — ~Papers

Bl | 000 | 00:20 |Fordiscussion| To Follow

VM

VM 10:20 00:05 For noting | Attached
1 10:25 00:35 |For discussion| Verbal

M endofsiment Verbal

For discussion| Verbal

For discussion| Verbal

For discussion| Verbal

For noting and To Follow
challenge
LC and
2 11:00 | 00:15 |Fornotingand -y,
challenge
LC 11:15 00:05 For noting | Attached
LC 11:20 00:05 For noting | Attached
Break None 11:25 00:10 None None
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Start |Duration|  Action Papers
11:35 | 00:10 |Fornotingand -y,
challenge
11:45 00:05 For noting | Attached
11:50 00:20
For noting and Attached
challenge
(Contd) For noting | Attached
d) People
i) General Update 1210 | o00:05 |FOrnotingand)
challenge
ii) Equality, Diversity and Inclusion Strategy 2025 . . For
28 (MC 2diii 2025 03 19) 12:45 1 00:10 | o orsement | Attached
iv) Gender and Ethnicity Pay Gap Report 2023-
24 (MC 2div 2025 03 19) . . For
 External (MC 2divA 2025 03 19) 1225 1 00:10 | o orsement | Attached
* Internal (MC 2divB 2025 03 19)
v) Escalations from People Committee 12:35 00:05 For noting | Attached
RS 12:40 00:05
For approval | Attached
For noting |Attached
For noting | Attached
3
For discussion| Verbal
For discussion| Verbal
For discussion| None
RS For noting None
4 Any Other Business RS 12:45 00:05 |For discussion| None

Schedule Meeting Close:
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SBS 023-25

UK Shared Business Services Ltd

BOARD MEETING
Date: Thursday 22 May 2025

Location: CS5, Polaris House, Swindon

Timings:

0915 - 1235 Board Meeting

1240 - 1250 Closed session of the Board

Attending:

Board Members:

UK SBS Executive:

John Clarke, Chair JC Claire Hargreaves, Chief Finance Officer

Richard Semple, Chief Executive RS David Walder, Chief Digital and Information
Officer

Carolyn Isaacs Cl Liz Creedy, Chief Operating Officer

Sarah Finigan SF Victoria McMyn, Chief Change Officer

Michele Hughes MH I Conmpany Secretary

David Thomas DT I chicf Transformation Officer

Bidesh Sarkar BS John Arnott, Chief Strategy and People
Officer

Claire Pearce CP Observers / Guests

Apologies:

OPERATIONAL

1 0915 - 0920

5 mins

2 0920 - 0945
25 mins

Author: _ Company Secretary,

Last Updated: April 2025

Pane 1 of 3

Email:

John Clarke / All
SBS 021-25

SBS 022-25

For approval

Richard Semple
SBS 024-25
For information
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SBS 023-25

3 0945 - 0955
10 mins

Carolyn Isaacs
Verbal

For information

4 0955 - 1015
20 mins

Relevant Exec
SBS 025-25 (via PowerBl)
For discussion

5 1015 -1030 Claire Hargreaves

15 mins SBS 026-25

For information

6 1030 — 1045 | Equality, Diversity and Inclusion Strategy John Arnott
15 mins SBS 027-25

For decision

BREAK — 10 MINUTES AT 1045

7 1055 - 1105

10 mins

SBS 028-25
For decision

STRATEGIC
8 1105 - 1205 ]
60 mins Victoria McMyn
Liz Creedy
Claire Hargreaves
SBS 029-25

For information

9 1205 - 1225
20 mins

Victoria McMyn
SBS 030-25
For information

10 | 1225-1235
10 mins

Victoria McMyn
SBS 031-25
For information

ANY OTHER BUSINESS

11 | 1235-1240

5 mins

John Clarke

CLOSED SESSION OF THE BOARD

Page 2 of 3

Author:_ Company Secretary, Email.

Last Updated: April 2025
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1240 - 1250 | Closed Session John Clarke
10 mins

Pane 2 nf R

Author: [ NG Company Secretary, Email:

Last Updated: April 2025

UK OFFICIAL



UK SHARED BUSINESS SERVICES LTD
BOARD MEETING

22 MAY 2024

Agenda Iltem: 6

EQUALITY, DIVERSITY, AND INCLUSION (EDI) STRATEGY

OVERVIEW

This is the second iteration of our EDI Strategy, building on the strong foundations of the previous plan. It
reflects our continued commitment to fostering an inclusive and diverse organisation that enables us to deliver
high quality services to all.

The refreshed strategy is fully aligned with the Business Plan, embedding EDI into our core objectives. It sets
out how we will translate our commitments into meaningful action, ensuring a culture where everyone can
thrive and contribute to sustained organisational performance.

ACTION

The Board is asked to approve the EDI Strategy 2025-28.
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UKSBS
Equality, Diversity, and
Inclusion Strategy 2025-28

VERSION CONTROL

Version Date Amendment Editor/Sign-Off
0.1 Sept 2024 Initial drafting
0.2 Jan 2025 Further drafting
0.3 Feb 2025 Further drafting
0.4 Feb 2025 Further drafting
0.5 March Further drafting to incorporate
2025 feedback from the People Committee

UKSBS Planning Team June 2013
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Introduction

This is the second iteration of the UKSBS Equality, Diversity and Inclusion (EDI) Strategy,
building upon the solid foundations set out in our previous plan, to further advance our
commitment for creating an inclusive and diverse organisation enabling us to deliver the best
possible services to all who engage with us.

The UKSBS 2025-2030 Business Plan is ambitious, requiring a huge amount of
transformational change and growth over the next five years, with our workforce set to grow
alongside to support this increased demand. Our people are at the heart of all that we do and
are key for the success of the organisation’s goals; it is clear just how much of a crucial role
diversity and inclusion will play.

Our refreshed EDI Strategy has been aligned to the Business Plan goals, reflecting our
ongoing dedication to embedding diversity, fostering inclusivity, and promoting equality
across every aspect of our business. By integrating EDI into our core business objectives, we
ensure that our commitments translate into meaningful actions, driving positive change and
creating a workplace where every individual can thrive.

We will also leverage the opportunities the transformation programmes will bring, specifically
the Matrix and SHARP programmes, embedding our culture into all that we do, aligning with
our strategy and working alongside external consultants to drive best practice.

Good progress has been made since the launch of the first EDI strategy. We have come a
long way in terms of attracting a more diverse workforce through our improvements to
recruitment adverts and we have introduced a menopause policy to provide additional
support for both employees and managers, promoting a culture of open dialogue. Further
information on what we have achieved can be found below.

With this strong benchmark on which to build from, UKSBS will be more ambitious than ever
before. We will use the necessary growth to our employee base to implement bolder
objectives to attract, develop and retain diverse, talented people and increase the diverse
representation at all levels of leadership, particularly underrepresented ethnic colleagues.

Very firmly included within our approach is the need to ensure compliance with the Equality
Act 2010, which legally protects people from discrimination, harassment or victimisation who
may be identified under any of the nine protected characteristics:

Age

Disability

Gender reassignment
Marriage and civil partnership
Pregnancy and maternity
Race

Religion or belief

Sex

Sexual orientation

Whilst not bound by the public sector equality duty, UKSBS does sit entirely within the public
sector and supports our public sector owners and clients in delivering their own strategic
aims and policies. We therefore voluntarily comply with the public sector duty to:

¢ eliminate unlawful discrimination, harassment and victimisation,
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¢ advance equality of opportunity between people who share a protected characteristic

and those who do not, and

o foster good relations between people who share a protected characteristic and those

who do not.

Where are we now?

UKSBS has been pursuing a range of EDI activities through its EDI champions at the
Equality, Diversity and Inclusion Forum and wider company initiatives. Some specific

achievements over the last 12-18 months include:

e attainment of Disability Confident Level 2 accreditation;

¢ strengthening the work of the Equality, Diversity and Inclusion Forum, rolling out a
number of awareness campaigns on the menopause, diabetes, neurodiversity and

PRIDE;

e becoming a member of Inclusive employers, obtaining further support with our EDI

strategy;

¢ expanding gender identification and sexual orientation options and adding gender

neutral titles on Oracle, forms and the recruitment portal;

e publishing data on the gender and ethnicity pay gap;

e complying where possible with the Public Sector Bodies (Websites and Mobile

Applications) (No. 2) Accessibility Regulations 2018;

e updating the mandatory Diversity and Inclusion training to include a wider range of

diversity topics and making it more relevant to UKSBS;

e actively seeking people’s ideas and take action on feedback with better
communicated ‘you said... we’ve done’ after employee engagement surveys;

e focusing on improving the employee voice, particularly those in minority groups to
create awareness, creating an environment where employees feel safe in sharing
their real-life experiences with the organisation and building confidence in others to

bring their whole self to work;

¢ development and implementation of sexual harassment training; and

e attaining the Menopause Work pledge.

UKSBS Values & Behaviours

The UKSBS Values and Behaviours were developed internally by employees through a
series of workshops and agreed by the Board. They underpin our EDI strategy:

Values

Behaviours

Versatility: Through our professional and skilled people, we
draw on the resource needed to adapt and respond to our
clients’ needs, making continuous improvements to ensure we
provide a modern service in an ever-changing landscape.

Diversity: We respect, embrace and recognise each other’'s
differences to build a truly diverse workforce and foster
excellent relationships with our clients.

One Team: We work across service areas to provide excellent
services, deliver organizational priorities and to celebrate
success together.

Be Curious: Bringing
curiosity and constructive
challenge to what you do
and how you do it.

Take Action: Following
curiosity through with
actionable steps, thinking
about how to do things
differently.

Add Value: Thinking about
the value, purpose, quality
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Empowerment: \We empower and support our people to take | and impact of what you do.
responsibility for, and continually improve the service we
deliver to ensure our clients’ needs are fully explored,
understood and supported.

Integrity: We strive to make the right decisions when
supporting our clients, and to provide an honest and open
service: one where we ask if we are not sure and take
ownership of seeking the best outcomes for our clients and
ourselves.

EDI Strategic Statement and Outcomes

Strategic Statement: Making a strong commitment to equality, diversity and inclusion

Our strategic statement is to foster a workplace that champions equality, diversity, and
inclusion, committed to creating a culture where all individuals are respected, valued, and
empowered to be their authentic selves, free from fear of discrimination or abuse. Through
strong, visible leadership and inclusive practices, we strive to ensure that everyone has the
opportunity to thrive.

Strategic Outcome: That everyone can be their true selves at UKSBS

Our primary outcome is for equality, diversity, and inclusion to be firmly embedded in
everything that we do. Attaining this is dependent on empowering an enquiring and curious
workforce to bring the greatest breadth of views to bear, driving continuous and agile
improvement. We therefore wholeheartedly embrace diversity within our workforce and want
to create a supportive environment where everyone feels valued and able to be themselves
and excel. We aspire to understand and meet the needs of all our customers by providing
services that are accessible, inclusive and non-discriminatory whilst operating with integrity
and respect.

UKSBS has five values, outlined above. Each value has an objective set against it that
supports the EDI strategic statement, with the key success factors and high-level actions
detailed below.

Looking Ahead: Our Aspirational Future

By following this strategy, in three years’ time, we will have built a truly inclusive and diverse
organisation where every individual feels valued, empowered, and supported to succeed. We
will have increased diverse representation at all levels, particularly within leadership, by
embedding equitable recruitment and development practices. Diversity of all characteristics
will flow through all levels of the organisation, from departmental, to function, to teams. Our
transformation programmes will have driven a deeper cultural shift, ensuring that inclusivity is
woven into the fabric of everything we do. Employees will feel a strong sense of belonging,
reflected in higher engagement, retention, and satisfaction.

A key measure of our success will be external recognition of our commitment to inclusion.
We will have achieved accreditation from Inclusive Employers, demonstrating that we are not
only meeting but exceeding industry standards for inclusion. This accreditation will reinforce
our reputation as an employer of choice, attracting diverse talent and ensuring our workplace
culture is one where everyone can thrive.
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Through our commitment to continuous learning, transparency, and accountability, we will be
recognised as a leader in best practice for equality, diversity, and inclusion. By fostering a
culture of curiosity, action, and impact, we will ensure that diversity of thought, and
experience drives innovation, adaptability, and excellence.

Ultimately, our organisation will not only reflect the communities we serve but also set the
standard for inclusivity, enabling us to deliver even greater value to our people and clients
alike.
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Strategy aligned to organisational values

Value 1: Versatility

Strategic Outcome: That everyone can be their true selves at UKSBS

Value 2: Diversity

Value 3: One Team

Value 4: Empowerment

Value 5: Integrity

We respect, embrace, and
recognise each other's
differences. By fostering an
inclusive environment where

varied ideas and approaches are

valued, we create a culture of
versatility.

Objective 1

We are committed to challenging
biases and barriers, ensuring
equitable opportunities for all.
Together, we embrace our
differences, understanding they are
essential to our growth and success.

Objective 2

By embracing our diverse
strengths and perspectives,
we work together as one
team. Together, we create an
inclusive environment where
everyone feels a sense of
belonging.

Objective 3

We believe in empowering
every individual to reach
their fullest potential. By
fostering an environment
of trust and support, we
prioritise employe voice,
ensuring all perspectives
are heard and valued.

Objective 4

By fostering a culture of trust,
we encourage open
communication and mutual
respect, allowing every
individual to contribute
authentically.

This commitment to integrity
not only strengthens UKSBS
but also enhances our ability
to provide exceptional service
to our clients, ensuring their
needs are met with respect
and professionalism.

Objective 5

Ensure decisions are well-
informed by utilising qualitative
and quantitative data from both

employees and clients, enabling
a thorough understanding of their
needs and efficient direction of our

support.

Implement inclusive practices to
attract and recruit diverse talent,
ensure retention and progression of
employees from underrepresented
backgrounds, and provide them with
tools to further develop their expertise.

Develop skills within our
workforce and leaders to
cultivate an inclusive culture
that maximises the talent and
skills needed to provide
excellent services for our clients.

Strengthen our
mechanisms and
communication channels
to hear employees'

voices, allowing feedback
on our policies and EDI
initiatives.

Support and expand staff
networks to foster a sense
of community and enhance
collaboration across
diverse groups.

Our policies comply with
relevant laws and
regulations in the UK and are
reviewed regularly to
introduce best practice.

Page | 8




What does success look like?

We have a comprehensive
system to collect employee data
and effectively communicate our
intentions for data use, employee
benefits, and our dedication to
data protection, through an
informative campaign.

Our system is easily updatable to
follow the employee life-cycle.

We have disclosure rates above
65% and our database stores
information regarding protected
characteristics.

We seek underrepresented
perspectives, consulting those
with lived experience, particularly
encouraging the creation of
employee networks.

We have a representative workforce
that reflects the diversity of our
client base, the locations in which we
are based and the wider UK.

We monitor the lifecycle of our
employees to identify gaps in
progression related to a protected
characteristic.

We promote mentorship
programmes to provide support to
underrepresented groups and
encourage them to attain senior
leadership positions.

We have an accreditation from
Inclusive Employers to demonstrate
our commitment as a place that
develops, retains and fully engages
diverse talent.

We have committed to the
menopause work pledge, to
demonstrate the importance of
removing the barriers faced by
women.

Our workforce and leaders
understand the importance of
inclusion and the role
everybody plays in promoting
it at work.

Leaders take individual
responsibility to help deliver
and drive our ambition about
diversity and inclusion.

The training around inclusion
is delivered gradually,
following the Annual Training
Plan and is regularly
assessed to confirm the
transformation of knowledge
into practical skills that all
individuals can implement
effectively in their roles at
UKSBS.

We have solid employee
networks on different
characteristics/areas that
are relevant to our
employees.

The networks are well
organised and engage the
wider workforce with
events to raise awareness
and collaborate with the
EDI Forum and the
People team to create or
update policies relevant to
them.

Our policies are regularly
updated, and we are always
looking to adopt best
practices.

We support our employees
by acknowledging their
diverse backgrounds and
needs, allowing them to
thrive and removing all
barriers to their
development.

Our employees feedback
from surveys is positive;
they find the policies
beneficial as they support
their professional growth
and well-being.
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Saas Platform Update:

Taking the opportunity of a new
HR system to improve and
incorporate relevant fields for
collecting information on protected
characteristics, particularly during
the onboarding process but also
allowing for updates at any point
during the employee life cycle, with
at least 65% disclosure rates by
April 2026.

Employees Surveys:

Include culture and EDI specific
questions within the Pulse and
annual employee surveys to gather
insights into employee perceptions
regarding discrimination,
harassment, bullying, training
interests, satisfaction with services
and benefits, as well as
awareness of company policies.
These surveys will inform our
ongoing efforts to promote a

positive and inclusive work
environment.

Inclusive recruitment practices

Inclusive recruitment practices to
guide the language used for job
applications to be reviewed and
updated by April 2026.

Continue to provide adjustments for
disabled candidates and advertise all
roles on recruitment sites specifically
aimed at those with protected
characteristics by April 2026.

Promote flexible working opportunities
to support employees who need it, for
example, those who have caring
responsibilities outside of work.

Disclose salaries for job vacancies
and send interview questions an hour
in advance to candidates who prefer
it.

The procurement and
implementation of an accessibility
tool on all our inward and public
facing sites and collateral, to reduce
barriers faced by those accessing
our sites, by December 2026.

Recruitment processes to be
reviewed by December 2025 to
reduce the risk of unconscious bias
at the attraction, application,
shortlisting and interview stages.

Training opportunities

All managers are required to
attend training on inclusive
leadership by June 2026.
Attendance MI will be shared
with the Executive to measure
completion rates.

Our wider workforce to
undertake training on the
following areas, with a 95%
completion rate to be attained:

- Neurodiversity

- Mental Health

- Inclusive
Communications
(inclusive language)

All our training opportunities
are assessed in the medium
term by the People Team.

We share challenges and best
practice in leadership and
delivery among colleagues
and teams, fostering an open
dialogue where everyone
feels comfortable and barriers
/ stigma are eliminated.

Create Employee
Networks

The EDI forum is
established as a formal
channel for employee
engagement and feedback
on policies, initiatives and
change.

The terms of reference for
the employee led
networks to be reviewed
by September 2025, with
clear roles and
responsibilities and
regular meetings.

The employee networks
will have representation at
the EDI forum.

Promotion of the EDI
forum by December 2025
to seek members from the
community with lived
experiences.

Creation of an online EDI
community hub with the
opportunity for employees
to share their voices
alongside members of the
forum to create more
efficient awareness and
enhance the celebration of
diversity and inclusion

days.

Review policies

To ensure comprehensive
support, we will implement
new policies or allow for
provisions related to the
following areas by Decembe
2025:

e The enhancement
of the Welbeing
policy to include
Women’s Health

Sexual
Harassment

Flexible working for
religious festivals

The Inclusion
Policy will be
enhanced and
become the
Equality, Diversity
and Inclusion
Policy
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Governance and Stakeholders

All UKSBS employees have a part to play towards the successful delivery of this strategy.
Understanding and developing equality, diversity and inclusion within our workforce is a key
priority for all leaders. Progress will be monitored through the People Committee, which
meets every other month. Continual engagement with employees will ensure that those
matters most important to them are listened to and addressed.

The People Committee will provide oversight of EDI throughout UKSBS. It will provide clear
leadership in implementing the EDI Strategy and be responsible for embedding the strategic
outcomes into ways of working and culture.

The Equality, Diversity and Inclusion Forum will provide support to the People Committee by
drawing in voluntary representation from across the organisation. It will look to harness
employee insights and ideas to incorporate into policies and working practices. The Forum
will help to ensure that communication and campaigns in relation to EDI are effective,
appropriate and raises awareness about this Strategy’s progress and objectives.

The People Committee and EDI Forum will jointly provide twice-yearly updates to the
Executive Committee on progress against each of the strategic objectives and actions.

The following stakeholders have been identified in relation to this Strategy:

The UKSBS Board has overall strategic responsibility for EDI and will be provided with
assurance that our strategy and plans are effective and adequate, receiving updates that set
out progress and performance on an annual basis.

The Executive Team and Senior Leadership Teams all endorse and collectively own the
EDI Strategy. The EDI Executive Team lead (Company Secretary) and People Team will
work with leaders across the organisation to help ensure that strategic intent translates into
practical results.

Employees have a fundamental role to support the delivery of the strategy and action plan.
Progress will be regularly promoted internally to raise awareness and maintain momentum.

Customers and Clients are key to ensuring that we better understand their needs and
requirements and to facilitate fair and equal access to service provision.
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