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7. Workforce Race Equality Standard - 2020 
 
 
1. Introduction 
 

1.1 There is considerable evidence that the less 
favourable treatment of BME staff in the NHS, through 
poor treatment and lack of opportunities, has a significant 
impact on staff well-being, patient outcomes and on the 
efficient and effective running of the NHS and that the 
measures needed to address such discrimination will 
benefit patient care and organisational effectiveness. 
 

1.2 The NHS Workforce Race Equality Standard (WRES) 
is included in the NHS standard contract with a 
requirement to publish WRES performance on an annual 
basis. The main purpose of the WRES is to: 

  

 enable the organisation to review WRES performance;  

 produce action plans to close the gaps in workplace 
experience between white and Black and Ethnic Minority 
(BME) staff and;  

 improve BME representation at the Board and senior 
levels of the organisation.  

 
1.3 From April 2016 onwards, progress on the WRES is 

considered as part of the “well led” domain in CQC’s 
inspection programme. The aims of the WDES Annual 
Report are to:  

 

 Compare the workplace and career experiences of BAME 
and White staff in the NHS using data drawn from WRES 
reporting; and  

 Identify improvement priorities to create an inclusive 
culture for people to thrive by eliminating unlawful 
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discrimination, promoting equal opportunity and fostering 
good relations.  

 

2. Results 
 
WRES Indicator 1 - Total workforce as at 31 March 2019 = 
3180 
 

2019 % of total workforce Number of staff 

White  87.1% 2766 

BME 8.5% 270 

Null / Not stated 4.4% 144 

 
Total workforce as at 31 March 2020 = 3313 

2020 % of total workforce Number of staff 

White  85.9% 2847 

BME 10.3% 341 

Null / Not stated 3.8% 125 

 

Clinical staff (2397) Non-clinical staff (916) 

White clinical staff = 60.1% (1990) 
BME clinical staff = 9.6% (319) 
Null/Not stated clinical staff = 
2.7% (88) 
 

White non-clinical staff = 
25.87% (857) 
BME non-clinical staff = 0.66% 
(22) 
Null/Not stated non-clinical staff 
= 1.12% (37) 
 

 The BME workforce has increased by 1.8% since 2019. 

 BME staff (Clinical) over-represented in bands 5 & 6.   
 

WRES 
indicator 

2018/19 
Result 

2019/20 
Result 

Analysis 

2 
Recruitment 

and 
selection 

1.36 1.43 The relative likelihood of BME staff 
being appointed from shortlisting 
compared to White Staff is 1.43. This is 
an increase from 2018/19 of 0.7.  
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This ratio has increased to 1.43 
demonstrating that White applicants 
are more likely to be appointed from 
shortlisting compared to BME 
applicants.   
 
WRES Action 2: Undertake an 
equality analysis of the Recruitment 
and Selection Policy and Recruitment 
and Selection training by December 
2020.    
 

3 
Disciplinary 

0.87 0.90 Relative likelihood of BME staff 
entering the formal disciplinary process 
compared to White staff in 2018/19 
was 0.87. 
 
This has increased to 0.90 in 2019/20 
by an increase of 0.03% in BME staff 
entering the formal disciplinary 
process.  
 
The national NHS trust average for 
WRES Indicator 3 in 2019 was1.22.  
The Isle of Wight NHS Trust is below 
the national average showing that we 
have less BME staff entering the formal 
disciplinary process than the national 
average. 
 
WRES Action 3: Put a positive 
spotlight in regard to this metric 
performance to identify good practice 
(Q3 2020/21) 
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4 
Non 

mandatory 
training and 

CPD 

0.92 0.85 Relative likelihood of white staff accessing 
non-mandatory training and CPD 
compared to BME staff is 0.85. 
 
The national NHS trust average for WRES 
Indicator 4 in 2019 was 1.15.  The Isle of 
Wight NHS Trust is below the national 
average showing that we have more BME 
staff accessing non-mandatory training/cpd 
than the average NHS trust. 
 
WRES Action 4: BME staff are 
significantly under-represented in senior 
levels of the organisation so this metric will 
be reported to the Race Equality Network 
to identify actions in regard to career 
development and progression (Q3-Q4 
2020/21).  
 

5 
Bullying and 
Harassment 

from 
patients 

White 
32% 

 
BME 
32% 

See 
analy

sis 
box 

 

                              BME staff        White staff 

                2018      2019         2018      2019 
Acute                      31.9%    36.8%       28.2%    28.5% 

Ambulance             0%          0%           38.5%    33.8% 
Community            36.4%      0%           33.5%    32.8% 
Mental Health        18.2%      0%            44%       45% 
 

There has been an increase of 5% in the 
number of BME staff experiencing 
harassment, bullying and abuse from 
patients, relatives or the public in the past 
12 months.   
 
The national NHS trust average for WRES 
Indicator 5 in 2019 was 29.8% for BME 
staff and 27.8% for White staff.   
 
WRES Action 5: Undertake a Trust wide 
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review in to the prevalence of bullying and 
harassment (October 2020- March 2021) 
and Launch Tackling Bullying and 
Harassment Campaign ‘Respect’ (October 
2020).  
 

6 
Bullying and 
Harassment 

from staff 

White 
36% 

 
BME 
40% 

See 
analy

sis 
box 

                               BME staff                White staff 

                                2018      2019         2018      2019 

Acute                      34.7%    29.4%        38.1%    35.4% 

Ambulance                 0%      0%            30.3%    21.8% 
Community            72.7%      0%            37.6%    29.6% 
Mental Health         27.3%      0%           28.4%    31.7% 
 

There has been a 10% decrease in BME 
staff experiencing harassment, bullying or 
abuse from staff in last 12 months.  
 
There was a difference of 6% between 
BME staff and White staff.  Previously 
more BME staff experienced bullying and 
harassment.  However, we are missing 
BME data on the staff survey for 3 out of 4 
divisions.  
 
The national NHS trust average for WRES 
Indicator 6 in 2019 was 29% for BME staff 
and 24.2% for White staff.   
 

7 
Career 

progression 

White 
79% 

 
BME 
52% 

See 
analy

sis 
box 

 

                               BME staff               White staff 

                                2018      2019         2018      2019 

Acute                      53.2%    82.6%       79.2%    85.8% 

Ambulance                 0%          0%       76.1%    88.7% 
Community                 0%          0%       86.6%    87.6% 
Mental Health             0%          0%       77.3%    85.9% 
 

The number of BME staff who positively 
reported equal opportunities and career 
progression has increased by nearly 30%.  
White staff results have also shown an 
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increase of around 7%. 
 
The national NHS trust average for WRES 
Indicator 7 in 2019 was 69.9% for BME 
staff and 86.3% for White staff.   
 
WRES Action 4: BME staff are 
significantly under-represented in senior 
levels of the organisation so this metric will 
be reported to the Race Equality Network 
to identify actions in regard to career 
development and progression (Q3-Q4 
2020/21).  
 

8 
Bullying and 
Harassment 

from 
managers 

White 
9% 

 
BME 
23% 

See 
analy

sis 
box 

 

                               BME staff               White staff 

                                2018      2019         2018      2019 

Acute                      22.5%     11.9%        8.7%         7% 

Ambulance                  0%        0%          9.1%       3.8% 
Community             18.2%        0%          5.9%       3.9% 
Mental Health           9.1%        0%          8.9%       5.7% 
 

The percentage of BME staff and White 
staff experiencing discrimination at work 
from their manager/team leader or other 
colleagues has decreased. 
 
The number of BME staff experiencing 
discrimination from their line manager or 
other colleagues decreased from 22.5% to 
11.9%; an 11% decrease which has halved 
the figure since last year. 
 
The national NHS trust average for WRES 
Indicator 8 in 2019 was 15.3% for BME 
staff and 6.4% for White staff.   
 
 

9 White  White We have improved the accuracy of the 
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Board 
Representat

ion 

-87% 
 

BME 
-8.5% 

 
Null 

95.5% 
 

8.5% 
 

BME 
-4.7% 

 
Null 

-3.8% 

board data since last year.  We specifically 
targeted the board requesting them to 
declare their ethnicity in 2020 and achieved 
100% ethnicity declaration. 
 
The Isle of Wight NHS trust has improved 
its results of BME representation on the 
board since last year.  However, the results 
show a lower BME representative 
percentage on the board than in the total 
workforce.  Therefore, we need to increase 
the diversity of our board representation by 
recruiting more BME board members.  
 

 
 

3. Analysis 
 

3.1 The Workforce and Organisational Development 

team are committed to deliver a responsive and effective 

diversity and inclusion services and engage staff to co-

design solution that improve experience and outcomes for 

all staff protected the Equality Act 2020. 

3.2 Q2 2020/21 key actions delivered include: 

 Devising a responsive Diversity and Inclusion Action Plan 

 Launch of the Staff Race Equality Network  

 Trust Board Statement in response to BLM Movement  

 Preparation for celebrating Black History Month (October 
2020)  
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3.3 Further actions to improve WRES performance 
include: 

 Dedicated staff engagement events have been scheduled 
during Q3 and Q4 2020/21 to identify staff experience in 
the following themes:  

 Respecting and valuing staff;  

 Tackling Bullying, Harassment violence and aggression 
form any source;  

 Career Development and Progression; and  

 Health and Wellbeing.   

 

4. Recommendation 

4.1 The Workforce and Organisational Development 
Committee is asked to note the progress in WRES 
performance and actions required to further improve 
performance. 


