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Workforce Race Equality Standard (WDES) 
Report & Action Plan 2021 

 

Introduction 

The WRES is a requirement for all NHS organisations to publish data and action plans 
against 9 indicators of workforce race equality. 
 
Research and evidence strongly suggest that BME staff in the NHS have a poorer experience 
or opportunities than white staff.  This has a significant impact on the efficient and effective 
running of the NHS and impacts the quality of care received by all patients. 
 
WRES aims to ensure employees from BME backgrounds have equal access to career 
opportunities and receive fair treatment in the workplace, as well as supporting NHS 
organisations to make the necessary structural and cultural changes needed to advance 
workforce race equality. 
 
The data for indicators 1 to 4 and 9 are taken from the Trusts workforce data as at 31 March 
2021 and data for indicators 5 to 9 are taken from the Trust National Staff Survey 2020 
results. 
 
The aim of this report is to present the Trusts latest workforce race equality data and identify 
where improvements have been made and where data has deteriorated. 
 
Executive Summary 
 
The Workforce Race Equality Standard (WRES) is a requirement of all NHS organisations to 
publish data and action plans against 9 indicators of workforce race equality. 
 
This report shows the Trusts latest workforce race equality data (as at 31 March 2021). 
 
The key findings from the 2021 report show: 
 

• BME staff represent 13.4% of the total workforce (452 people) 
 

• 2.7% of staff have not declared their ethnicity 
 

• There is no disparity in the number of BME staff and white staff entering the formal 
capability process 
 

• BME staff in our Acute Services are more likely to experience harassment, bullying or 
abuse from patients, service users, relatives, the public and colleagues than white staff  
 
 



  

 

• BME staff are less likely to believe the Trust provides equality opportunities for career 
progression or promotion than white staff 
 

 
 

Methodology 
 
There are nine WRES indicators.  Four of the indicators focus on workforce data, four are 
based on data from the national NHS Staff Survey questions, and one indicator focuses on 
BME representation on Boards. 
 

Workforce indicators with data taken from Electronic Staff Record (ESR)  

1.  Percentage of staff in each of the AfC Bands 1-9 or Medical and Dental subgroups and VSM 
(including executive Board members) compared with the percentage of staff in the overall 
workforce disaggregated by:  
• Non-Clinical staff  
• Clinical staff  

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

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

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

National NHS Staff Survey indicators (or equivalent)  

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

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

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

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

Board representation indicator  

9.  Percentage difference between the organisations’ Board membership and its overall workforce 
disaggregated:  
• By voting membership of the Board  
• By executive membership of the Board  

 
 
Results 
 
Indicator 1:  Percentage of staff in each AfC bands 1 – 9 and VSM compared with the 
percentage of black and ethnic staff in the overall workforce 
 
Table 1 

 2020 
 

Total workforce = 3313 as of 31 March 2020 

2021 
 

Total workforce = 3,383 as of 31 March 2021 

White 88.4% 2929 White 
 

83.9% 2838 

BME 9.84% 326 BME 13.4% 452 

Null/Not 
Stated 

3.8% 125 Null/Not 
Stated 

2.7% 93 

 



  

 

 
 
 
 
Indicator 2:  Relative likelihood of staff being appointed from shortlisting 
 
Table 2 

WRES 
Indicator 

Metric Description 2019/2020 2020/2021 

2 Relative likelihood of White staff being appointed from shortlisting 
compared to that of BME staff being appointed from shortlisting 
across all posts 

1.79 1.60 

 
This is a positive improvement but above the national parameter of 1.10. 
 
 
 
Indicator 3:  Relative likelihood of staff entering the formal disciplinary process 
 
Table 3 

WRES 
Indicator 

Metric Description 2019/2020 2020/2021 

3 Relative likelihood of BME staff entering the formal disciplinary 
process, compared with that of White staff entering the formal 
capability process 

0.95 1.05 

 
This is within the national parameter and states BME staff are not over-represented in the 
disciplinary process. 
 
 
 
Indicator 4:  Relative likelihood of staff accessing non-mandatory training and 
continued professional development 
 
Table 4 

WRES 
Indicator 

Metric Description 2019/2020 2020/2021 

4 Relative likelihood of White staff accessing non mandatory training 
and CPD compared to BME staff 

0.79 0.87 



  

 

 
This is within the national parameter. 
 
 
Indicator 5:  Percentage of staff experiencing harassment, bullying or abuse from 
patients, relatives or the public 
 
Table 5   data for Acute Service only 

Metric 
 

2019 
 

2020 
 

5  Percentage of staff experiencing harassment, bullying or abuse 
patients, relatives or the public in the past 12 months 

BME 36.8% 34.1% 

White 28.5% 24.8% 

 
 
Indicator 6:  Percentage of staff experiencing harassment, bullying or abuse from staff 
 
Table 6 data for Acute Service only 

Metric 
 

2019 
 

2020 
 

6 Percentage of staff experiencing harassment, bullying or abuse 
from staff in the past 12 months 

BME 29.4% 32.5% 

White 35.4% 29.8% 

 
 
 
Indicator 7:  Percentage of staff believing the Trust provides equal opportunities for 
career progression or promotion 
 
Table 7 

Metric 
 

2019 
 

2020 
 

7  Percentage believing that the Trust provides equal opportunities 
for career progression or promotion 

BME 82.6% 70.9% 

White 85.8% 87.8% 

The results show a deterioration from 2019.  The Trust is leading the BAME talent 
management workstream on behalf of the HIOW ICS and is coordinating system action to 
enhance career development and progression and further enhance engagement with minority 
ethnic staff. 
 
 
Indicator 8:  Percentage of staff personally experiencing discrimination at work from 
their manager/team leader or colleagues 
 
Table 8 

Metric 
 

2019 
 

2020 
 

NSS 2019 
national 
average 

8  In the last 12 months have you personally experienced 
discrimination at work from their manager/team leader or 
colleagues? 

BME 11.9% 13.4% 14% 

White 7.0% 6.2% 6% 

 
 
Indicator 9:  Percentage difference between Board voting membership and its overall 
workforce 
 
Table 9 

Metric 
 

2019 
 

2020 
 



  

 

9  Percentage difference between Board voting membership and its overall 
workforce 

As below  

 

 
 
 
Action Plan 
 

• Review the approach to job advertisements to ensure that local communities are aware 
of the opportunities. 

• Include Race and Unconscious Bias in the Recruitment module of Management 
Essentials. 

• Delivery of Career Conversations with BME staff who have been in Band 2 and Band 5 
positions. 

• Adopt and use the Civility and Respect toolkit. 

• Engage with Race Equality Staff Network to find out about their experiences and agree 
on actions. 

• Launch Diversity Essentials Module:  Allyship 

• Gain Executive Level sponsorship for our Race Equality Network to strengthen the 
links between the board and the staff network. 

• Continue our ‘Getting to Know ….’ Series of awareness events relating to race/religion.  
 

 

https://www.socialpartnershipforum.org/sites/default/files/2021-10/NHSi-Civility-and-Respect-Toolkit-v9.pdf

