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1. PURPOSE 

1.1 The purpose of the report is to inform the board of the results from the recent 
Workforce Race Equality Standards (WRES) annual collection in addition to 
analysis of WRES data from the National Staff Survey results. 

1.2 The paper has been produced in order to obtain Board approval of the national 
report as well as providing information of the findings and actions to be taken. 

  

2. BACKGROUND 

2.1 

 

The Workforce Race Equality Standard (WRES) was first published in 2016 and is 
in place to ensure that employees from Black, Asian and Minority Ethnic (BAME) 
backgrounds have equal access to career opportunities and receive fair treatment 
in the workplace. 

 The WRES requires Trusts to compile and submit a standard national report in 
order to demonstrate its findings and to flag progress against a number of indicators 
relating to the representation of BAME staff. 

 
 

The WRES highlights any differences between the experience and treatment of 
White staff and BME staff in the NHS with a view to closing those gaps through the 
development and implementation of action plans focused upon continuous 
improvement over time. 

 The data period for the information within the submission was 1st April 2019 – 31st 
March 2020. The submission is split into discreet sections which are addressed 
beneath the sub-headings below. 

 

2.2 Workforce Data 

The total number of staff employed by the RD&E at 31st March 2020 stands at 
9010, of which 522 were classed as BAME and 1275 with Ethnicity Unknown/Null. 
This shows that 85.8% of staff have their ethnicity recorded in ESR. 

Based on these figures, BAME staff represent 5.79% of the total staff population. 
The BAME population within the Trust has increased by 0.69% (from 5.1%) from 
the previous reporting period ending March 2018. 

 

2.3 Recruitment 

The data has shown that of the 129 people who classified themselves as BAME 
and were shortlisted, 36 were appointed. This means that 27.91% were taken into 
employment. 18.43% of people who identify as White were appointed into roles. 
This shows that BAME staff are more likely to be appointed having been shortlisted 
for a role that those who identify as White. 

 

2.4 Disciplinary Process 

The data shows that compared to last year the same number of BAME staff (a total 
of 2 staff out of a total of 522) entered a formal disciplinary process representing a 
percentage of 0.38% of the total BAME staff group. The percentage entering a 
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formal disciplinary process has reduced from last year due to a higher number of 
BAME staff in total. By comparison 0.28% of staff identifying as White entered 
formal disciplinary processes. 

Those identifying as BAME accounted for 7.4% of the disciplinary processes. As 
BAME staff represent 5.79% of the total staff population, this percentage is 
proportionally higher than we would like and could be an area for improvement; 
although the very small number of staff entering formal disciplinary in total will also 
impact on this. If there had have been one less BAME member of staff who had 
entered formal disciplinary action, this percentage would drop to 3.84%, which 
would be below the expected level. 

 

2.5 Access to Non-Mandatory Training and CPD 

The return shows that a higher percentage (88.31%) of BAME staff have accessed 
non-mandatory training and CPD in the last 12 months than White Staff (82.84%). 
This could be accounted for due to the medical and dental staff groups having 
different study leave arrangements to their non-medical colleagues. The medical 
and dental staff group are also the most racially diverse group of staff within the 
Trust with 23.16% of these staff identifying as BAME. 

 

2.6 Workforce Race Equality Indicators (from staff survey) 

 

Bullying, harassment or abuse: 

 White 
Staff 2018 

BAME 
staff 2018 

White 
staff 2019 

BAME 
staff 2019 

% of staff who experience 
harassment, bullying or abuse from 
patients, relatives or members of the 
public 

23.6% 26.5% 24.0%  33.9%  

% of staff who experience 
harassment, bullying or abuse from 
other colleagues 

20.9% 20.5% 20.0%  35.6%  

 

This data suggests that there has been a significant negative increase in the number of 
BAME staff who have experienced bullying, harassment or abuse in the workplace from 
either patients, relatives or members of the public, or from work colleagues. 

Equal opportunities with regard to career progression or promotion: 

 White 
Staff 2018 

BAME 
staff 2018 

White 
Staff 2019 

BAME 
staff 2019 

% of staff who believe their 
organisation provides equal 
opportunity for career progression 

90.7% 73.6% 91.0%  80.0%  

 
This data indicates a significant positive increase in the number of staff from all ethnic 
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backgrounds who feel that they receive equal opportunities with regards to career 
progression. 

Experience of discrimination at work from manager or other colleague: 

 White 
Staff 2018 

BAME 
staff 2018 

White 
Staff 2019 

BAME 
staff 2019 

% of staff who believe they have 
experienced discrimination at work 
from the manager or other colleague 

5.5% 10.3% 3.9%  11.9%  

 

This data shows an increase in the proportion of BAME staff that feel that they have 
personally experienced discrimination at work from their manager or another member of 
staff. The percentage is also considerably higher when compared to the percentage for 
white staff. 

 

2.7 

Board Voting Membership 

The return shows that the Board voting membership is 100% white; however during 
the last financial year work was completed with search partners in the selection 
process for two new Non-Executive Directors. Diversity and inclusion was part of 
the criteria in the selection process, in order to help us to achieve diverse board 
representation. This recent recruitment has resulted in greater racial diversity on the 
Board. 

  

3. KEY ISSUES AND ACTION 

3.1 Having reviewed this information in detail there has been marked improvement in 
some areas; however there are a number of key issues to be addressed. These are 
summarised below and an action plan can be found in Appendix 1: 

 

3.2 As identified in the previous years’ return, there remains an under representation of 
BAME staff in higher pay grades compared to entry level roles within the non-
clinical workforce. BAME staff represent 11.7% of band 1 roles; however only 3% of 
senior non-clinical roles of 8a and above.  

 

3.3 There are very high numbers of staff with no ethnicity recorded on ESR. This 
reduces the accuracy of this process and may result in us not being able to track 
improvements accurately. 

 

3.4 

 

 

Due to COVID some of the actions from last year’s report are still outstanding. It is 
recommended that these outstanding actions be completed, and that the actions 
listed in Appendix 1 are added to the WRES action plan. 

 

4. PROPOSALS 

4.1 It is proposed that the WRES report is accepted and approved for publishing. 
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5. IMPLICATIONS 

5.1 None identified 

  

6.  RECOMMENDATIONS 

6.1 It is recommended that the WRES report is accepted and approved for publishing. 

  

7. ITEMS TO ESCALATE 

7.1 None identified 
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Appendix 1 

 

WRES Action Plan 

 

Issue Action 

Under-representation of BAME 
staff at higher grades in clinical 
roles (with the exception of 
Medical roles which are already 
well represented). 

The Chief Nursing Officer and Director of People with support from 
the Inclusion Lead and wider team will devise and deliver a 
programme to better equip BAME staff to be successful and 
confident in recruitment processes and allow greater career 
development for BAME staff.  

 

A full review of data in relation to career progression to be carried 
out to understand why and where there is a lack of progression and 
where this impacts BAME staff more than other groups and seek to 
understand intersectional issues impacting on progression i.e. 
educational background. 

 

Supporting international recruitment activity within the organisation, 
to enable improved cultural awareness, both for those coming to 
work for us and our existing workforce. 

 

Increase ED&I training to all recruiting managers and change some 
process elements to reduce the risk of unconscious bias from our 
recruitment process. 

 

Consider removing a requirement for NHS experience from our 
Personal Specifications organisation wide. This eliminates huge 
numbers of potential candidates from a wide variety of 
backgrounds. 

 

Look at ways we can train more minority groups to attend 
recruitment and selection training and sit on panels to enable 
greater diversity of experience thoughts and backgrounds in the 
recruitment process across the Trust. 

 

Publish progress against the Model Employer goals to ensure that 
at every level, the workforce is representative of the overall BAME 
workforce. (People Plan National Action) 

 

Under-representation of BAME 
staff in non-clinical AfC and in 
Nursing at Band 6+ (note that 
this trend is still present in the 
latest return) 

To use a similar approach as above for non-clinical staff in 
collaboration with services manager and HR managers. 

Racial inequality in experience 
of harassment, bullying and 
abuse by staff. 

 

Experience of discrimination 
from manager/team leader or 
other colleagues. 

Ensure the following communication programme is included in the 
Inclusion Strategy: 

- produce human interest stories for our intranet on the 
contribution ethnic minority staff have made to our Trust 

- advertise support available, including career 
progression and mentoring 

- encourage formal & informal reporting of harassment 
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Issue Action 

 

Both of these have significantly 
increased since the last staff 
survey and are of concern. 

 

and the challenging of race-related harassment, 
including through the promotion of Courageous 
Conversations  

- raise awareness of our new BAME network,  its work 
and how this links to our “listen (to staff)” priority. 

- Consult widely with staff on our WRES report and race 
equality in general via our BAME network..  

 

Advertise Courageous Conversations as particularly appropriate for 
BAME staff. 

 

The BAME network will set out proposals and actions for the Trust 
leadership to take forward in regards to race equality, discrimination 
etc.  

We have not yet examined 
ethnic minority experience 
among Estates and Ancillary 
staff.

 

Involve BAME staff from Estates and Ancillary as part of the BAME 
network and also as Inclusion champions so that their experiences 
are recognised and in promoting awareness.   

There are very high numbers of 
staff with no ethnicity recorded 
on ESR. This reduces the 
accuracy of this process and 
may result in us not being able 
to track improvements 
accurately. 

Proactive campaign to all staff and line managers requesting that 
demographic information including ethnicity on is updated on ESR. 

We need to take a number of 
actions to work towards 
compliance with the recently 
published People Plan. This has 
a big focus on Equality, 
Diversity and Inclusion with a 
list of actions, many of which 
will support BAME staff. 

Ensure the actions within the People Plan are completed. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


