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EXECUTIVE SUMMARY
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	Purpose of report


	To present to the Board the WRES indicator report for 2019 and the proposed action plan.

	
	
	Please tick as appropriate

	
	Approval
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	Assurance
	

	
	Information
	


	Executive summary – the key messages and issues

	The workforce race equality standard (WRES) is a national NHS indicator that identifies areas for development and improvement in the working lives of BAME colleagues. The annual data set takes information from ESR and from the latest staff survey, drawing on likelihood of promotion, representation of BAME colleagues in the Trust and perception of BAME colleagues drawn from national staff survey responses.
The indicators are submitted centrally to the NHS for benchmarking and national actions, and are for use locally to improve perception, experience and action.

The WRES action plan accompanies this data set and is for information and approval by the Committee so that it can be published on the Trust’s website and available to CQC, CCG and other relevant bodies.  


	How this report impacts on current risks or highlights new risks

	The report is helpful in that it gives direction to our plans to improve the experience of BAME colleagues as part of a wider inclusion agenda under our people strategy.   Feeling valued and included are key to staff engagement, which research shows is positive for patient outcomes and supports BAF 3 and 4 requirement to have an engaged workforce, and suitably trained colleagues.


	Recommendations and next steps

	The Board is asked to approve the report for publication on the Trust website, as recommended by the Finance and Resources Committee.



NHS Workforce Race Equality Standard 2019

1.0 Background

Implementing the Workforce Race Equality Standard (WRES) is a requirement for NHS commissioners and NHS healthcare providers including independent organisations, and is mandated through the NHS Standard contract.

WRES was developed as an action to ensure that colleagues from black and minority ethnic (BAME) backgrounds had equal access to career opportunities and receive fair treatment in the workplace.   This is important because studies shows that a motivated, included and valued workforce helps deliver high quality patient care, increased patient satisfaction and better patient safety.

Our Trust is expected to show progress against a number of indicators of workforce equality, including a specific indicator to address the low numbers of BAME board members across the Trust.   WRES indicators and action plans are considered by the CQC as part of their well-led inspections.

The first phase of the WRES focused on supporting the system to understand the nature of the challenge of workforce race equality and for leaders to recognise that it was their responsibility to help make the necessary changes.    The next phase of the WRES will focus on enabling people to work comfortably with race equality. Through communications and engagement, NHS Employers will work to change the deep rooted cultures of race inequality in the system, learn more about the importance of equity, to build capacity and capability to work with race.

The aim is for continuous embedding of accountability to ensure key policies have race equality built into their core, so that eventually workforce race becomes everyday business.

The WRES will continue to work to evidence the outcomes of the work that is done, publishing data intelligence and supporting the system by sharing replicable good practice.

Alongside WRES, the Trust uses the Equality and Diversity Systems (EDS2) to help discussion with local partners including local populations, review and improve their performance for people with characteristics protected by the Equality Act 2010.  Using the EDS2 and the WRES helps us to deliver on the Public Sector Equality Duty help helped to deliver on the Public Sector Equality Duty.  

2.0 WRES outcomes 2019
Our WRES outcome for 2019 is summarized in the table at Appendix One.   The outcomes are helpfully compared to previous years to show trends.   We submit our data to the NHS Centrally by the end of July each year.  There is a requirement for the outcomes and subsequent action plan to be approved by the Trust and published on our website.     

The nine WRES indicators are taken from two sources: employee data held on our Electronic Staff Record and responses to specific questions in the NHS staff survey.

Key points to note from our ESR data  are:
· BAME colleagues less likely to be appointed after shortlisting than white colleagues. (0.6 to 1)

· BAME colleagues more likely to enter the disciplinary process than white colleagues.  The likelihood has increased from 2017 to 2018, however, a factor in this change is the overall drop in the number of disciplinary cases, with the higher drop in cases being against white colleagues.    Our case numbers are low such that statistical representation can be misleading; however, further analysis of reasons behind these cases is required.  This will also be picked up as part of future ‘just culture’ working.
· BAME and white colleagues have equal access to training and CPD opportunities.  

· Board representation remains the same at the time the data was captured.   The Board currently has no BAME representation.
Key points to note from staff survey responses are:

· BAME colleagues reporting higher level of bullying or harassment from public/visitors compared to white colleagues. This is a slightly improving trend.

· BAME colleagues report a higher level of bullying or harassment from colleagues compared to white colleagues.   The reporting from BAME staff has increased since the previous survey.

· BAME colleagues report less opportunity for promotion compared with white colleagues.   This is perception has not improved in the last five years of WRES reporting.

· BAME colleagues’ perception of bullying/harassing behavior from a line manager is at same level as previous year, however, white colleagues report an improved perception, so the gap in perception has worsened.
3.0 WRES Action Plan

The proposed action plan is attached at Appendix Two.    The first draft has already been approved  by the Committee but has been updated to reflect the latest WRES indicators.

The action plan will be monitored through the Equality Steering Group and progress reported to Finance and Resource Committee via the Executive Director of People and OD and Non-Executive Director BAME champion.

4.0 Recommendation

The Board is approve the WRES indicators for 2019 and the accompanying action plan that forms part of a wider inclusion strategy.

Jane Clawson

Deputy Director of People and OD

11 September 2019
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