Workforce Race Equality Standard Action Plan
2019-2020
	Indicator
	Narrative/Findings
	Action taken/planned
	Who
	When

	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.   Percentage of staff in each of the AFC Bands 1-9 or Medical and Dental subgroups and VSM (including executive Board members) compared to with the percentage of staff in the overall workforce.

	Our overall percentage of BAME staff is 30.06%.  This is an increase of 1.58% since our last WRES report was produced, which puts us ahead of our trajectory employment target of 35% for overall staff numbers reflecting the ethnic diversity of our local population.  The figures show an overall increase in the percentage of BAME staff across bands 3-8 and VSMs and a reduction in Band 2.
Among medical and dental staff, there continues to be less BME representation in clinical leadership roles.

	The Head of Equality and Diversity and Director of HR will continue to work with care groups to identify action to continue to increase the percentage of BAME staff, particularly above Band 5.


	HED
	Ongoing

	
	
	
	
	
	

	2.
	Relative likelihood of BAME staff being appointed from shortlisting compared to that of White staff being appointed from shortlisting across all posts.
	Across all bands, white candidates have a 29.5% chance of being appointed to jobs for which they have been shortlisted compared to a 22.4% chance for BAME candidates.  There has been little change in the chance of appointment from interview compared to last year.  
For Bands 8+9, white candidates have a 47% of being appointed compared to BAME candidates who have a 22.7% chance.  Since November 2018 we have had Senior BAME staff sitting on interview panels.  

	Continue to work with BAME senior staff and BAME Staff Networks to ensure that recruitment practices are fair.  Ensuring there is a Independent BAME panellist participating in each recruitment exercise at Band 8a and above.

	PC/ HED

	Ongoing


	
	
	
	
	
	

	3.
	Relative likelihood of staff entering the formal disciplinary process, as measured by entry into a formal disciplinary investigation. This indicator will be based on data from a two year rolling average of the current year and the previous year.
	A total of 152 staff entered the disciplinary process between April 2017 and March 2019, of whom we know the ethnicity of 147.  99 white and 48 BAME staff entered the process in the past two years.  32.7% were from BAME backgrounds, which indicate that BAME staff are more likely (1.09) to be disciplined than white staff.  This is a similar position to last year (1.1).  In Core departments (including pharmacy) BAME staff are 1.83 times more likely to enter formal disciplinary processes.
	Human Resource Department to prioritise review of Core Departments to determine why there is the disparity and review the outcomes of disciplinary process to determine outcomes (with a view to determining why there is a disparity).
	HR
	Mar 2020

	
	
	
	
	
	

	4.
	Relative likelihood of BAME staff accessing non-mandatory training and CPD as compared to White staff.
	There were 3,013 in-house non-mandatory training sessions between April 2018 and March 2019 plus 163 University sessions giving a total of 3176 non-mandatory training sessions.  
Of those, we know the ethnicity of 3,110 (97.92%).  71.29% of sessions were undertaken by white staff and 26.64% by BAME staff.  This means that white staff are 1.19 times more likely to access non-mandatory training and CPD compared to BAME staff.  This is the third year that the figures indicate that white staff are more likely to access non-mandatory training.  

	Work with the education department and care groups to ensure that staff are supported to undertake training, learning and development.
Work to ensure that care groups are aware of the disparity with BAME staff and the need to release staff equitably for CPD opportunities.  

Encourage uptake of the Equality & Diversity Training for Managers (which covers unconscious bias in relation to development opportunities).

Review data from the 2019 Staff Survey to identify whether there are area’s that require targeted action.
	HED
HED

HED

HED/ PC
	Mar 2020
Mar 2020

Dec 2019

May 2020

	Staff Survey Indicators



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

White

BAME

White

BAME

2017

2018

26%

28%

27%

26%


	Encouragingly, there is a positive trend against three of the four WRES indicators relating to Staff Survey Results, with the fourth indicator remaining static.  The widest gap in differential experience is the percentage of staff who believe the trust provides equal opportunities for career promotion or promotion. 
In November 2018 we introduced a new requirement that a senior BAME member of staff sit on all interview panels for posts at Bands 8&9.  The gap between staff experiencing harassment, bullying and abuse is narrowing between white and BAME staff.  There has been a significant reduction in BAME staff experiencing abuse from other staff and we are well below the national average for such experience.   

	We need to work on the perception that we are not an equal opportunities employer for career progression or promotion, highlighting the positive action we are taking to address inequality where it exists.
Introduce a Reciprocal Mentorship Scheme.
	HED
PC/HED
	Ongoing
March 2020

	
	
	
	
	
	

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

White

BAME

White

BAME

2017

2018

22%

27%

22%

24%


	
	
	
	

	
	
	
	
	
	

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

White

BAME

White

BAME

2017

2018

89%

68%

87%

71%


	
	
	
	

	
	
	
	
	
	

	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

White

BAME

White

BAME

2017
2018
6%

14%

6%

14%


	
	
	
	

	
	
	
	
	
	

	9.
	Percentage difference between the Trusts’ Board and

i) Voting membership and the overall workforce
ii) Executive membership and the overall workforce.

Total Board Membership

i.Voting membership

ii.Executive membership

Total

16

12

8

White

81.25% (13)

75% (9)

100% (8)

BAME

18.75% (3)

25% (3)

0% (0)

Workforce

30.06%

% BAME +/-

-11.3%


	As at March 2019, there were 16 members on the Board of Directors.  

	To review every appointment as it arises and seek to ensure that we continue to strive to have a Board of Directors that reflects the diversity of the local population.
	PC
	Ongoing


	Initials
	Meaning

	BAME
	Black Asian and Minority Ethnic Network

	DGMs
	Divisional General Managers

	HR
	Human Resources

	HED
	Head of Equality and Diversity

	PC
	Pat Campbell, Director of Human Resources


July 2019
