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	Workforce Race Equality Standard (WRES)  Action Plan 2017/18 


	Indicator 1: Percentage of staff in each of the AfC Bands 1-9 and VSM (including executive Board members) compared with the percentage of staff in the overall workforce.

	Trust Position 2016/17 - Percentage of BME staff in every pay band is lower than the Trust BME average of 12.35% with the exception of band 1 (non- clinical ) & 5 (clinical)    BAME Staff in VSM 2017 (new measure) 4.35

	
	ACTION
	LEAD 
	Support
	Timescale
	Comments

	1.1
	Re-launch of  the reciprocal  mentoring scheme 
	Head of OD & Learning
	Business Group reps
	
	

	1.2
	Re-launch the BAME Staff Network and engage with
 staff to identify barriers to progression


	EDI lead
	Network chairs
	
	

	1.3
	Develop WRES workforce data at a Business Group Level  
	Workforce Analyst
	HRBM
	
	

	1.4
	Leadership Programme for BME staff at Band 4-6
	EDI Lead
	NWLA

L&D team
	
	

	1.5
	Encourage participation of BME staff in leadership development programmes with a view to preparing BME staff for roles in Bands 8-9 
	Head of OD & Learning
	
	
	

	1.6

1.7
	Align with recruitment and retention Talent 

Management strategy 

Encourage applications from BME communities to all roles including new roles such as Physician Associates 
	Workforce Transformation
Manager  
	
	
	

	1.8
	Encourage on leadership programmes including NHS 

Leadership academy
	Head of OD & Learning
	EDI Lead
	
	

	Target: Increase the numbers of staff from BME backgrounds at all bands and including bands 8-9/ VSM to reflect the overall workforce.


	Indicator 2: Relative likelihood of staff being appointed from shortlisting across all posts.


	Trust Position 2016/17

· [image: image1.png]Relative likelihood of White staff being appointed from shortlisting compared to BME staff: 1.52 times greater 
2015 – 1.58 

	
	ACTION
	LEAD 
	SUPPORT
	TIME

SCALE
	Comments

	2.1
	Review current  diversity statement that is used on job advertisements 
	HR
	EDI Lead
	Complete
	

	2.2
	Explore use of diversity statement on Trust website to promote the Trust  as an inclusive employer 
	Recruitment Manager 
	
	
	

	2.3
	Review the EDI and Unconscious bias element of recruitment and selection training 
	Recruitment Manager
	
	
	.

	2.4
	Improve the mediums of attraction to reach a more diverse audience for roles Band 8a and above
	HR Recruitment 
	
	
	

	2.5
	Introduce diverse interview panels for all jobs at band 8 Band 8a and above. 
	Recruitment 

Manager 
	 EDI Lead
	
	

	2.6


	Further recruitment audit to look at 8a post and identify why BME candidates were not shortlisted.  Also interview notes will be reviewed for two posts to identify any possible discrimination in the process.
	HR Advisor
	EDI Lead
	
	

	Target: Decrease the WRES score to 1.00 or below.


	Indicator 3: Relative likelihood of staff entering the formal disciplinary process, as measured by entry into a formal disciplinary investigation.


	Trust Position 2016/17

Relative likelihood of BME staff entering the formal disciplinary process, compared to that of white staff is 1.76 times greater

2015 – 1.10


	
	ACTION
	LEAD 
	SUPPORT
	TIME

SCALE
	Comments

	3.1
	Ensure that there is a consistent approach to identifying which cases enter into a formal process and challenge where appropriate.
	Senior HR Advisor 
	EDI Lead
	
	

	3.2.
	Develop a robust process of monitoring and analysing data/cases in respect of BME staff. 
	Senior HR Advisor
	
	
	

	3.3
	Undertake an in-depth analysis of the qualitative and quantitative data from the disciplinary process to identify themes and trends by Business Group 


	Senior HR Advisor
	
	
	

	Target: Decrease the WRES score 1.00 or below


	Indicator 4: Relative likelihood of staff accessing non-mandatory training and CPD. 


	Trust Position 2016/17   Nil return 

	
	ACTION
	LEAD 
	SUPPORT
	TIME

SCALE
	Comments

	4.1
	Undertake analysis of BME staff accessing learning and Development 
	Head of OD & Learning
	EDI Lead
	
	

	4.2
	Intranet pages being updated to ensure that the process for booking on training courses is clear 
	Head of OD & Learning
	
	
	

	4.3
	Ensure E&D monitoring of key programmes 
	Head of OD & Learning
	
	
	

	4.4
	Monitor internal leadership courses to ensure diverse number of staff attending 
	Head of OD & Learning
	EDI lead
	
	

	4.5
	Explore opportunities with the NHS Leadership Academy of having bespoke leadership programmes for BME staff at Bands 5-7
	EDI Lead
	
	
	

	Target: to be agreed 


	Indicator 5: KF 25. Percentage of staff experiencing harassment, bullying or abuse from patients, relatives or the public in last 12 months 


	Trust Position 2016/17                      White: 21%   / BME: 23.6%
BME staff are more likely to experience harassment, bullying or abuse from patients, relatives or the public in the last 12 months compared to white staff. Note last year’s figure for BME staff was 15% 

2015     White 23.36  /  BME -23%

	
	ACTION
	LEAD 
	SUPPORT
	TIME

SCALE
	Comments

	5.1
	Results for specific staff survey Key Findings broken down by Business Group /service areas to underpin local actions.


	Head of OD & Learning
	
	
	This links to current plans of Business Group Action plans developed following staff survey results

	5.2
	Work with partners including GMP to look at hate crime in the area 
	EDI Lead
	
	
	

	5.3
	Launch zero tolerance bullying campaign 
	EDI Lead 
	Union
	
	

	Target: A year on year reduction from previous year for all staff., where BME percentage is equal to White percentage


	Indicators 6
KF 26. Percentage of staff experiencing harassment, bullying or abuse from staff in last 12 months

	Trust Position 2016/17    White: 20%  /  BME: 25.2

· BME staff are more  likely to experience harassment, bullying or abuse from staff compared to white staff

2015   White  19.95  /  BME 26.67

	
	ACTION
	LEAD 
	SUPPORT
	TIME

SCALE
	Comments

	6.1
	Ensure the Trust  Values and behaviours are promoted across the Trust  
	
	
	Ongoing 

	6.2
	Results for specific Key Findings broken down by Business Group /service areas and shared across all areas to underpin local actions.
	Head 

of OD & Learning
	
	
	Via Business Group  Staff Survey Action plans 

	Target: A year on year reduction from previous year for all staff. Where BME percentage is equal to White percentage


	Indicator 7: KF 21. Percentage believing that trust provides equal opportunities for career progression or promotion  

	Trust Position 2016/17      White: 86.6  /  BME: 73.5%

Less BME staff believes the Trust does not provide equal opportunities for career progression or promotion compared to white staff
2015 – white -88%  /  bme77.9%

	
	ACTION
	LEAD 
	SUPPORT
	TIME
	Comments

	7.1
	Engagement with BME staff to identify key issues in barriers to career progression thorough workshop with the BME staff Network
	EDI Lead
	
	

	7.2
	Acting up and secondment opportunities are promoted to BME staff through positive action 
	Recruitment Manager
	
	

	7.3
	Career Progression workshops for BME staff
	EDI Lead
	
	

	Target:  A year on year reduction from previous year for all staff. Where BME percentage is equal to White percentage

	Indicator 8: Q17. In the last 12 months have you personally experienced discrimination at work from any of the following? 
b) Manager/team leader or other colleagues.



	Trust Position 2016/17   White:4.2%  /  BME: 18.7%%

BME Staff nearly 5x likely to experience discrimination at work compared to White staff 

2015– White 3.0  /  BME 15.6%

	
	ACTION
	LEAD 
	SUPPORT
	TIME

SCALE
	Comments

	8.1
	Results for specific Key Findings broken down by Business Group /service areas and shared across all areas to underpin local actions.
	Business Groups
	
	
	Via Business Group Staff Survey Action plans 

	8.2
	Ensure that where allegations of discrimination are identified the terms of reference of the investigation are clear and that, regardless of the outcome, lessons are learnt and fed back into the organisation where appropriate
	HRBM’s
	HR Team
	On-going
	

	8.4
	Zero tolerance to bullying campaign 
	EDI lead 
	Unions
	
	

	8.5
	Staff training on how to report/manage bullying and harassment 
	EDI Lead
	
	
	

	Target: A year on year reduction from previous year for all staff. Where BME percentage is equal to White percentage


	Indicator 9 : Percentage difference between the organisations’ Board voting membership and its overall workforce 


	Trust Position 2016/17 BME population (8%)

· White: 92.9

· BME  7.1 (one staff)

The trust currently had good  representation of BME voting members. There are no BME non – exec directors 

	
	ACTION
	LEAD 
	SUPPORT
	TIME

SCALE
	Comments

	9.1
	Continue to monitor the diversity of the Board 
	Director of W&OD
	CEO
	Ongoing 
	

	9.2
	Continue to ensure that any Board recruitment draws a diverse set of candidates 
	Director of W&OD
	CEO
	Ongoing
	

	Target: Voting membership to represent the current BAME diversity of the workforce which is 12.35%
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