Asian Fire Service Association

Religious Literacy, Chaplaincy
and Culture
Online Event 2021
Post Event Report:
19th March 2021

Elements of
Multiplicity
in the
Workplace

ONLINE EVENT IN PARTNERSHIP WITH

Post Event Report :
19th March 2021

Contents
Introduction
Jagtar Singh, Coventry and Warwick Partnership
NHS Trust and Dr Clare Price-Dowd, Head of
Midlands Leadership and Lifelong Learning

03

Background

04

Executive Summary
Jagtar Singh, Coventry and Warwick Partnership
NHS Trust and Dr Clare Price-Dowd, Head of
Midlands Leadership and Lifelong Learning

02

05

Speaker 1
Vaccinations: why employers need to consider
religion and belief
Nicky Green, Legal Director, Capsticks Solicitor

06

Speaker 2
Religion and belief and the NHS Experience
- seven case studies
Dr Yingfei Heliott, University of Surrey

08

Speaker 3
Supporting the workplace and community
engagement in the NHS
Reverend Paul Nash, Chaplain, Birmingham
Children’s Hospital

09

Speaker 4
Supporting the development of pastoral and
spiritual care for all regardless of religion and
belief in the NHS in England
Lindsay Van Dijk, Chair of the Non-Religious
Pastoral Support Network

10

Speaker 5
Chaplaincy and the West Midlands Police
Experience
Reverend John Butcher, West Midlands Police

12

Speaker Biographies
Some brief bio’s of our Workshop Speakers

13

Elements of
Multiplicity in the
Workplace

Introduction
Jagtar Singh, Coventry and Warwick Partnership
NHS Trust and Dr Clare Price-Dowd, Midlands Leadership
and Lifelong Learning
I was thrilled to be hosting this event in collaboration with The Asian Firefighters Service Association
and Jagtar Singh Associates. The second Midlands event, focusing on Religious Literacy, Chaplaincy,
Culture provided another opportunity to build on the work of the first event held in June 2020. This
event looked specifically at inclusion from the perspective of religious literacy, chaplaincy and culture
with information and insights on how to support specific religious and non-religious practices and
wider tips on how to make sure everyone in your organisation can feel included.
This event formed part of the NHS Midlands
Leadership Academy’s commitment towards
leadership development and equality and diversity
and built on the brand of “Going Beyond the
Conversation” which has now been developed by
JSA Associates Ltd and the Leadership Academy.
We had five utterly amazing and inspirational
speakers who shared insights into their careers and
journeys. This report is intended as a resource for
delegates who attended and, for colleagues who
could not attend, an opportunity to learn from the
key points and good practice highlighted during the
workshop. We hope the report will be a helpful
resource for anyone working as part of an inclusive
team. This report and others in the Going Beyond the
Conversation series are available on request at our
website (www.midlands.leadershipacademy.nhs.uk)
We know that faith groups are not homogenous
groups, and therefore this report is a starting point
for conversations.

The backdrop to the event was the NHS People Plan
2020/21 and the ‘people promise’, both of which are
key documents which set out what our NHS people
can expect from their leaders and from each other.
The following report represents a summary of the
insights shared by the speakers on the day. We hope
you are as inspired as much as we were on the day.
Please feel free to offer feedback so we may grow
and develop this brand in future years to
midlands@leadershipacademy.nhs.uk or
jagtarbasi@yahoo.com

Jagtar Singh OBE
CEO JSA Ltd, Coventry
and Warwick
Partnership NHS Trust

Dr Clare Price-Dowd
Head of Midlands
Leadership & Lifelong
Learning
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Background
As employers encounter new challenges involving expressions of religion, beliefs and culture
in the workplace, new research shows that HR professionals and employees have vastly different
perspectives about what it means to practice one’s faith at work.
This online event looked at how organisations can
promote an understanding of faith in the workplace
that goes beyond just polices and by developing an
appropriate culture. It specifically addressed the key
role of HR, learning development specialists, line
managers and chaplains among others who have a
key role to support staff.
We know that when staff can practice their religion
or express their beliefs at work it can positively
impact workplace interactions, employee
engagement and team performance. This is also
evidenced in the annual staff survey and other HR
indicators. That said, the place of religion in the
workplace is still regularly tested in tribunals and
courts across the UK, with many people contending
they experience discrimination because of their
(or others’) religious or other beliefs. Furthermore, a
ComRes report in 2017 about workplace diversity
and inclusion suggested that British employers
struggle to manage expressions of religion and belief
in the workplace.
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Some of the challenges in the workplace we were
aware of and wished to address at the event included
the following:
Employees and employers who reported
that requests relating to religion or belief
issues were not always fairly dealt with
in the workplace
Difficulties in discussing problems Some employers and managers felt that
it was difficult to discuss religious beliefs
and observances
The changing role of chaplaincy and
well-being
Religious identity and working in the NHS
Against this backdrop, we are delighted to offer
you this rich and insightful report and to ask you to
use the content as a catalyst for meaningful
conversations about how you can create workplaces
and working environments where your managers are
compassionate, and your staff are genuinely valued.
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Executive Summary
Jagtar Singh, Coventry and Warwick Partnership
NHS Trust and Dr Clare Price-Dowd, Midlands Leadership
and Lifelong Learning
The presenters brought insights from research-based practice and their own experience in
developing and supporting staff networks, Religious Literacy, Chaplaincy and Culture.

Key messages included.
1. Changing nature of hospital chaplaincy –
chaplaincies play important roles in the lives of
the organisations they belong to. Within the
NHS they are often the focus for whole
institutions of all religious and non-religious
belief which they think is ‘taking place,’ and
much besides. At the same time chaplaincy
and diversity of faith and the demand for
non-religious based support means inclusive
practice is crucial.
2. Religious literacy – effective awareness and
learning about religion have never been as
important as they are today. Religion continues
to be a driving force which shapes the NHS
experience both as a patient and as a staff
member and impacts upon everyone’s lives,
irrespective of their individual religious or
non-religious commitments.

3. Humanism and non-religious provision –
recognising the growing demand for emotional
and spiritual support from people who do not
identify with any organised religion. Patron of

Humanists UK, Stephen Fry, describes humanism
as, “An approach to life, which encourages
ethical and fulfilling living on the basis of reason
and humanity and rejects superstition and
religion. The most immediate impact of living as
a humanist is that we believe this life is all there
is - so what we do and the choices we make
really count."
4. Engage in conversation and consider
reasonable adjustments – guidance issued by
the EHRC following Eweida and others v UK
(2013) 57 EHRR 213 seems to suggest that
employers in the UK should consider the
‘reasonable accommodation’ of religion and
belief in the workplace and in particular how
an individual chooses to manifest that belief.
5. Religion and well-being – to understand how
religion relates to well-being, it is important to
consider how religious practices such as prayer,
meditation and fasting can influence one’s
well-being. It is crucial to consider the specific
beliefs and practices of religions to understand
more fully how religion relates to well-being.
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Speaker 1
Vaccinations:
why employers need to consider religion and belief:
Nicky Green, Legal Director, Capsticks Solicitor
Nicky outlined the complex picture in relation to the COVID -19 vaccination programme and the
growing debate on whether the vaccine should be mandatory for NHS staff.
She highlighted the NHS Green Book which covers
staff guidance and information on vaccines and
vaccination procedures in the UK and which, in
chapter 14a, states that staff ‘should’, rather than
‘must’, be vaccinated against COVID-19. However,
at a local trust level, trusts can make vaccinations
mandatory but need to think of the risks and any
reasonable adjustments.
At the same time, new recruits may be contractually
required to have the vaccine although to do so for
existing staff would require consultation prior to
changes to their terms and conditions.
She then addressed some of the common reasons
why people may refuse to take the COVID19 vaccine.
These include:
Medical conditions
Pregnancy
Breach of human rights
Religion and belief
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For the purpose of this event the speaker focused on
‘religion and belief’. She highlighted how religion
means any religion and a reference to religion includes
a lack of religion. In addition, if a claimant can

establish religion as the protected characteristic, they
have satisfied s.10 EA2010. In particular, belief
means any religious or philosophical belief and a
reference to belief includes a lack of belief. To rely
on a ‘belief’ a claimant has to demonstrate that the
belief satisfies the Grainger Plc v Nicholson test
which may be more difficult to do.
She then outlined some of the key issues
highlighted by vaccines and religion and belief.
Issues tend to be caused using cell lines in the
creation of vaccines and the use of animal products
in vaccinations. She urged delegates to get to know
the history of the development of the vaccine and its
ingredients and what religious authorities say about
the vaccine. In relation to the COVID vaccination,
statements by the Vatican, the Church of England
and the British Islamic Medical Association were
issued saying it can be taken.
The speaker emphasised that regardless of these
statements, individuals may still oppose vaccinations
on religious grounds. She highlighted the case of
Eweida V British Airways. Eweida’s argument before
the court was that indirect discrimination can be
established if only one individual’s manifestation of
their religious belief is affected by a policy. However,
the court held that the religion or belief regulations
were clearly intended to address ‘group’
discrimination. In this case there was no evidence that
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Speaker 1 (Continued)
Eweida’s objection to it was anything other than a
personal one, rather than one based on a doctrine
of her faith. The court also noted the reference to
‘persons’ in the Religion or Belief Regulations which
made it clear that parliament did not intend the
regulations to cover indirect discrimination against
a single person.
This case serves as a useful reminder to employers
when discussing the implementation of the COVID-19

vaccine or in reviewing a dress code. It is worth
considering if it could or would disadvantage
employees of a particular religion and to look at any
adjustments that could be made to accommodate
items of religious significance.
Finally, she urged the audience to focus on what their
employees require as listening and acting will go a
long way towards maintaining an engaged workforce.
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Speaker 2
Religion and belief and the NHS Experience
– seven case studies:
Dr Yingfei Heliott, University of Surrey
Dr Yingfei Heliott provided an insightful overview of her work in the NHS, addressing religious
Identity within the workplace.

When discussing religious identity, the starting point
must be values, understanding who we are and
internalised identity. This has an impact on how we
present ourselves and how we react with others.

Fifthly, Yingfei highlighted the importance of fostering
commonalities and differences, and how her work
indicated how staff feel more comfortable expressing
religious identity in a non-work environment. She
pointed to evidence which suggested a fear factor
in revealing who you are and towards avoiding
conversations at work.

Secondly, emotion as an expression in the workplace
is commonly overlooked. However, there is increasing
evidence that emotion plays a fundamental role in
important features of workplace behaviour, ranging
from decision making, interpersonal behaviour and
workplace productivity.

The speaker also explored the need for openness
instead of avoidance and three further concepts MICRO, MESO, MACRO. MICRO is the individual and
their environment; indirect MICRO is the individual’s
immediate family and friends. MESO incorporates
connections from MICRO (friends, allies).

Thirdly, the definitions of spirituality and of religion
must be considered. Even though the Equality Act
covers religion as a protected characteristic, the clear
distinction between this and spirituality needs to be
emphasised and a recognition that the importance
of getting the terminology right is key.

Also, the quality of relationships within the workplace
in terms of the workplace psychological contract.

She shared some key preliminary findings of her work
including the following:

Fourthly, she emphasised the importance of awareness
of different religions and beliefs. Awareness showed
respect and encouraged interaction between people
from different backgrounds, thereby fostering an
environment in which people bring their ‘whole self
to work’.
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In addition, the need to take into consideration the
unspoken elements where that take out that
assumptions made have an impact. Finally, at the macro
level and the need to take on board the wider socio –
economic impact which ultimately shapes policy.
To conclude, she urged the audience to view the
findings she shared as preliminary and to regard
eligion and belief not just in the MICRO sense–but
to take a holistic approach, including references to
intersectionality.
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Speaker 3
Supporting the workplace and community engagement
in the NHS:
Reverend Paul Nash, Chaplain, Birmingham Children’s
Hospital
Reverend Paul Nash provided a comprehensive insight into the working of the Chaplaincy
department at Birmingham Children’s and Women’s Hospital.
He set the scene by challenging the delegates and
wider society to view chaplaincy more than
bereavement, prayer room and services. He saw
chaplaincy as a vehicle to create safe spaces and
to educate, engage and celebrate.
He stated that chaplaincy was very broad and deeply
overlaps theology, virtues, values and care. It is a
holistic model and needs to be embedded in the
workplace.
The department he led supports activities which
celebrate many faiths. This, he believes, is crucial as

beliefs are important to the hospital and help us
understand and grow. The emphasis is to celebrate
together using diverse communication channels and
activities that serve to bring people together.
Furthermore, the department regularly communicates
with and trains staff to understand how children and
their faiths differ.
He concluded by arguing for more confidence in our
intentionality, to engage in further research to make
a difference and to gather evidence to make a
difference to strive to thrive, not to survive.
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Speaker 4
Supporting the development of pastoral and spiritual
care for all regardless of religion and belief in the NHS
in England:
Lindsay Van Dijk, Chair of the Non-Religious Pastoral
Support Network
The speaker representing the Non-Religious Pastoral Support Network shared the work of the
network. The network consists of trained and accredited non-religious pastoral carers who are
there to meet the gap in provision and to support people at some of the most challenging times
in their lives.
She provided an overview of Humanism,’ stating that
in history there have been non-religious people who
have believed that this life is the only life we have,
that the universe is a natural phenomenon with no
supernatural side and that we can live ethical and
fulfilling lives on the basis of reason and humanity.
They have trusted to the scientific method, evidence
and reason to discover truths about the universe and
have placed human welfare and happiness at the
centre of their ethical decisions.
Lindsay described how she was the first humanist
appointed to lead a team of NHS chaplains, in a move
that reflects growing demand for emotional and
spiritual support from people who do not identify with
any organised religion. Although there are two other
humanists among the NHS’s paid chaplains, it was the
first time that chaplains in hospitals and hospices had
worked under a non-religious leader.
She emphasised that like-minded support for nonreligious beliefs going through difficult times is
important. Furthermore, the impact of COVID-19
has changed the focus increasingly towards staff.

10

Lindsay shared her experience of suffering opposition
and challenges as a humanist working in the NHS.
She saw her role as primarily to provide support to
staff and patients. Her purpose was to improve
inclusivity, raise awareness and educate through
conversations to understand.
She stated that people are curious about the meaning
of existence without recourse to prayer or a belief
in a higher being. She shared a conversation where
she was told: “You are just a Christian without the
god bit”, - she replied – “You are a humanist with
the god bit”.
She shared how she developed the VIBE network
(values, identity, beliefs, ethics). She highlighted the
importance of influencing policy and the need to
include humanists in staff networks and to support
each other regardless of beliefs.
Furthermore, she encouraged us to engage in what
she described as curious conversations between those
that do not talk as it is important to connect and bring
individuals together.
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Speaker 4 (Continued)
She highlighted the question of “is it ok to pray?”
by rephrasing the question as “is it ok (not) to pray?”
In addition, she argued that emotional intelligence,
emotional literacy and spiritual literacy are important
for chaplains.
Simon Moulton, Chaplain, interjected and shared a
quote from a colleague: ‘As a chaplain I see a person
of humanity, secondly spiritualty and religion third.”
Finally, Lindsay concluded that it was important to see
chaplaincy as encompassing different pastoral, spiritual
and religious elements that all overlap at times and to
see chaplaincy as an essential part of well-being.
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Speaker 5
Chaplaincy and the West Midlands Police Experience:
Reverend John Butcher, West Midlands Police
Reverend John Butcher from the West Midlands Police shared his experience of providing chaplaincy
support within the police service. His career began in London and for the last 20+ years in the
West Midlands Police Service. John started his role as a voluntary Police Chaplain in 1992 in Hackney,
East London with the Met and continued in that role until 2002 when he moved with his family to
take on the pastorate at Hockley Pentecostal Church (now Life Community Church).
Whilst in Birmingham he was invited to continue his
voluntary police chaplaincy role with West Midlands
Police and continued doing so until he was invited to
take on the role of Force Lead Chaplain on a parttime basis in 2008 and full-time from August 2020.
He set out why police chaplaincy is so important.
Firstly, the police operate in a multicultural society
and resources are essential to meet the spiritual and
well-being of officers and staff.
Furthermore, he described the role of the police
chaplain as one that supports staff and families,
acts as a friend, a confidante and occasionally an
advocate. The police chaplain respects, reflects and
celebrates the diversity of beliefs within the service
and the wider community, values each individual
member of the service and helps staff to reach their
full potential.
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He shared the analogy of viewing the role of a
Chaplain as a thermometer or thermostat.
A thermometer is controlled by its surroundings
and the mercury moves depending on the
environment and is not controlled. In contrast
a thermostat is different as you can control the
temperature and dial up or down. He encouraged
the audience to work as a thermostat and change
behaviours by turning them up or down according
to the situation.
Finally, he described police chaplaincy as having a
responsibility and accountability to change and to
make a positive impact in all it does, always looking
at bringing something positive to any situation.
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Speaker Biographies
Jagtar Singh,
OBE, MSc, BA Hons, MIFireE,

National Advisor, AFSA
Jagtar joined the West
Midlands Fire Service in
1977 and retired as deputy
chief fire officer in 2005.
With over 28 years’
strategic leadership
experience in senior public
service and national roles, Jagtar brings a wealth of
expertise to the Trust, including 20 years in the Fire
and Rescue Service and 18 years in Non-Executive
roles in the Ambulance Service, Hospital Foundation
and currently as Chairman of Community and
Mental Health Trust.
Jagtar was the first BME to be appointed as Acting
Chief Fire Officer and rose from Fire Fighter to
Divisional Commander in the West Midlands
Service before completing his service as DCFO
in Bedfordshire.

Department for Communities and Local Government
as the first national leader for equality and led on
embedding and restructuring equality and diversity
in the Fire Service.
After taking his retirement in 2006, Jagtar was
appointed as a Non-Executive Director in the East of
England Ambulance Service.
Jagtar Singh was appointed Chair of Coventry and
Warwickshire Partnership NHS Trusts in September
of 2014.
Chairman of Audit and finance in Bedfordshire
Police in 2013 and reappointed for four years in
December 2016. In 2016 he was appointed by the
Privy Council as independent member of the
Architects Registration Board.
Jagtar is a keen golfer and supporter of Birmingham
City FC.

In 2003 Jagtar received both the Public Servant of
the Year Award at the Asian Achievement Awards
ceremony in Birmingham and was awarded an OBE
for his work on equality and diversity in the Fire
Service. Since joining the NHS Jagtar as received a
number of awards for his leadership and in 2015 was
named by the HSJ as one of the top BME influencers
in the NHS.
In 2004, he was seconded to the role of Lead
Inspector of Fire and Rescue Services working for the
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Nicola Green,
Legal Director,
Capsticks Solicitors
Nicola is a Legal Director
in the Employment division
at Capsticks Solicitors LLP.
Nicola leads on the work
of the Employment division
regarding equality and
diversity and positive
action and provides training to both the NHS, Fire
Services, and the Local Government Association on
these topics.
In the past year, Nicola has provided regular training
to the NHS on the impact of the pandemic on the
workforce, including staff mobility and vaccination
programmes. She also provides regular legal training
to HR Directors and deputies through NHS Employers’
regional network meetings on recent developments
and upcoming changes.
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Lindsay Van Dijk,
Chair of the
Non-Religious Pastoral
Support Network
Lindsay van Dijk has been
trained to Master’s level in
the Netherlands at the
University of Humanistic
Studies (Utrecht) to
provide humanist and
existential counselling, coaching and pastoral care.
She additionally studied Critical Organisation and
Intervention skills at the same university which
focussed on how to bring organisational change
through humanistic interventions. This specialism
explored issues related to humanisation and
meanings of life on the intersection of organisation
and policy. Lindsay is accredited as a pastoral carer
through the UK Board of healthcare Chaplaincy
(UKBHC), the Non-Religious Pastoral Support
Network (NRPSN) and as a humanist funeral
celebrant at Humanists UK Lindsay has furthermore
held various board positions within the education,
healthcare and humanistic field.
Before Lindsay moved to the U.K she worked at
the Humanist Community at Harvard (MA) and then
came over to London to continue her work within
the pastoral field. She was appointed as a humanist
pastoral carer at a secondary school and a senior
assistant chaplain at Guy’s and St Thomas’ hospital.
Lindsay then became part-time self-employed and
was hired by Humanists UK to provide training to
accredit future humanist pastoral carers, and
additionally coaching and supervision sessions.
She then moved to Aylesbury as she was the first
ever UK- based appointed head of chaplaincy as a
humanist in February 2018. She made national and
international headlines and has won several awards
for her chaplaincy team since then. She is currently
the chair of the non-religious pastoral support
network, a coach, supervisor and trainer for humanist
pastoral carers at Humanists U.K. and is starting her
PhD about 'The experience of humanist healthcare
chaplains entering faith-based NHS chaplaincy teams'
at the Metanoia Institute.
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Rev John W Butcher BEM,
West Midlands Police
Multi Faith Lead Chaplain
John has been involved in
Police Chaplaincy for 30
year in 2022. This time
includes 10 years as a
voluntary Police Chaplain
in Hackney, East London
with the Metropolitan
Police, 7 years as a voluntary Police Chaplain with
West Midlands Police and employed by the West
Midlands Police as their Multi Faith Lead Chaplain
for the past 13 years.
John has developed at West Midlands Police a team
of 65 voluntary Chaplains and 20 Faith Advisors
covering all the areas and departments of the West
Midlands Police. In 2014 he and his team were
awarded by West Midlands Police with the ‘Diamond
Award’ for the team of the year and John also came
in the top four for the National Excellence in Diversity
Awards 2015 being awarded the ‘Certificate of
Excellence for Life time achievement’. In 2019 John
was awarded in the Queen’s Birthday Honours with
the BEM (British Empire Medal) for his work with the
Police and the West Midlands Community. He and
his wife Angela are looking forward to going to
Buckingham Palace after the current Covid-19
restrictions have been lifted.

Rev Paul Nash
Reverend Nash has worked
at Birmingham Children’s
Hospital since 2002 and
since 2018, is the
Chaplaincy Manager and
Spiritual Care Lead for
Birmingham Women’s and
Children’s Hospital,
including community and
residential mental health care. He manages a
multi-belief team with specialisms in Spiritual Play
with children, multi belief bereavement care and
staff support.
Paul is the co-founder of the Paediatric Chaplaincy
Network for Great Britain and Ireland and launched
the Centre of Paediatric Spiritual Care; a hub for
research, resources and a PGC in Pediatric chaplaincy
in 2015. He is a Board member of the UK Board for
Healthcare Chaplaincy and is privileged to be involved
in a few international chaplaincy groups.
He and Sally regularly blog at
www.markerpostsandshelters.wordpress.com and
has stayed in reasonably good mental health during
lockdown by offering serious TLC to a long-neglected
garden and home.
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Dr YingFei Héliot,
Lecturer in
Organisational
Behaviour, University
of Surrey
Dr YingFei Héliot is a
Lecturer in Organisational
Behaviour. She holds a
PhD and a MBA from the
University of Surrey, is a
Fellow of the Higher Education Academy (HEA).
For her PhD work on identity she received
Postdoctoral Research Fellowship funding award
by the Economic Social Research Council (ESRC) to
work as a post doc at the University of Surrey and
Linköping University, Sweden.
Her research is focused on identity and its impact
on well-being in people’s working lives; impact of
multiple social identities on well-being and
performance; social identity dynamics in leadership;
role of identity in knowledge sharing behaviour;
and evidence-based management.
She is currently leading and researching a number
of impactful and exciting projects, such as religious
identity and working for the NHS, identity conflict
and complementarity in a wide range of
organisations (banking, law, education, business,
and healthcare) and leadership in church
organisations in the UK and the USA. Her work has
been funded by a range of bodies including ESRC,
NHS, and the University of Surrey. She uses both
qualitative and quantitative research methods.
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