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	REPORT TO THE TRUST BOARD

	Date
	Wednesday 2nd October 2024


	Title
	Workforce Race Equality Standard (WRES) Reporting 2024

	Author & Exec lead
	Julia Buck, Head of HR Operations and Lois Arcari, EDI Advisor for
Paul Jones, Chief People Officer

	Purpose
	For Approval and Information

	Relevant Strategic Objective
	· Our NNUH Team: Together, we will support each other to be the best that we can be, to be valued and proud of our hospital for all.


	Are there any quality, operational, workforce or financial implications of the decision requested by this report?  
If so explain where these are/will be addressed.
	Quality
	Yes☐ No
	

	
	Operational
	Yes☐ No
	

	
	Workforce
	Yes No☐
	

	
	Financial
	Yes No
	

	1. Background/Context

1.1 The greatest resource that the NHS has is its staff. It is the fifth largest employer in the world with almost one in five of its workforce being of black and minority ethnic (BAME) origin. At the same time, research and evidence strongly suggest that BAME staff in the NHS are treated less favourably, have poorer experience and progression opportunities. This in turn has significant implications for the efficient and effective running of the NHS, including adverse impacts on the quality of care received by all patients.

1.2 The WRES, introduced in 2015, seeks to prompt inquiry to better understand why it is that BAME staff receive poorer treatment than White staff in the workplace and to facilitate the closing of these gaps. The focus of the report is to present the Trust’s performance against the WRES indicators for the past 12 months and recommend an action plan to ultimately improve the experience and opportunities for our BAME staff in the coming years.

1.3 The WRES 2023 report captures data from April 2023 to March 2024 and is required to be published on the Trust’s website by September 2024 following approval from the Hospital Management Board. 
2. Key issues, risks and actions

2.1 The briefing paper attached includes the WRES findings, and our progress. As a result, it is recommended that our key focus should be:

· WRES Indicator 2 – white candidates are 1.53x more likely to be appointed from shortlisting compared to BAME candidates. There is an improvement compared to last year where it was 1.68x more likely for white candidates to be appointed from shortlisting than BAME candidates.

· WRES staff survey indicator 5 – 32.3% of BAME staff and 26.9% of White staff have reported to the organisation that they have experienced harassment, bullying or abuse from patients, relatives or the public in the last 12 months. This has improved compared to last year where 36.6% of BME and 33.5% of White staff experienced such behaviours from patients or service users. This seems to indicate some beneficial impact from the “No Execuse for Abuse” campaign, run with Norfolk Constabulary, which outlines the custodial sentances which can apply and the “Withdrawal of Treatment Protocol”, for patients who persistently abuse staff providing them with care. 

· WRES staff survey indicator 7 – 49.2% of BME staff and 54.3% of white staff have reported that they believe the Trust provides equal opportunities for career progression or promotion. This has improved significantly for our BME colleagues compared to last year (meeting the 10% improvement target that we had set out in our WRES action plan for 2025). However, it has remained relatively static for our white staff members. The NNUH is now above the benchmark median for Acute Trusts which is 47.0%.

2.2 The above indicators are very positive compared to our results last year but still contain some areas of concern. However, there are other 
indicators showing improvement which are: 

· WRES Indicator 1 – 18.1% of our overall workforce are from a Black, Asian or ethnic minority background.  The overall Trust total workforce increased by 5%, of which the BAME workforce increased by 3%, with BAME representation showing year-on-year improvement within senior non-clinical roles. 

· WRES staff survey indicator 8 – the percentage of BAME colleagues experiencing discrimination at work from a manager, team leader or other colleague has decreased to 19.2% (with the figure remaining static for white staff members). However, this is still above the acute Trust average of only 9.4%.

· WRES Indicator 6 – There has been a decrease in the number of both white and BAME colleagues who experienced harassment, bullying or abuse from staff: falling from 29.1% of white staff who experienced this last year to 26.2% of white staff in this report, and 35.6% of BAME staff experiencing this last year to 31.4% of BAME staff.

2.3 The full data that has been reported nationally is at Appendix A (PowerPoint) and consulted with the NNUH Together Staff Network and Equality and Diversity Group (EDGe).

NNUH Current WRES Action Plan Review

Appendix B contains an overview of existing WRES actions for the Trust and a summary of current progress for information. These are kept under review via EDGe, local diversity groups and our diverse staff networks. 

Considerations

The Trust has recently participated in an NIHR sponsored research study, which sought to improve diversity practice across the NHS.  The report highlighted several areas of good practice at NNUH in terms of our LEDGe groups, staff networks, peer support groups and initiatives such as as our Menopause Support Policy .  The report did however indicate that BAME colleagues felt that recruitment opportunities may not always be equal, citing a feeling that different questions were asked depending on the candidate or that interview times were shorter for BAME candidates. 

Whilst our WRES figures show incremental improvements across objective indicators, our staff survey results remain below the average for Acute Trusts.  The paper has been considered by the People & Culture Committee, who noted the improvements against the indicators, and requested an update on improvement actions for 2025-26. The committee further requested that representatives from the Diverse Staff Networks be invited to all future People & Culture Committee meetings as an initial enabler for supporting more involvement in decion-making for a.



	Recommendation:
The Board is recommended to:

· Approve the data for official publication 
· Support senior engagement in inclusion work, such as allyship and reverse mentoring
· Support the Trust Board in role modelling by Updating their EDI record, particularly in respect of disability




[bookmark: _Hlk175743206]Appendix A – see separate PowerPoint of the 2023/24 WRES data as reported.
Appendix B – NNUH WRES 2024 Action Plan Progress Report Overview 
[bookmark: _Hlk172807600]
Completed – Green, Extended/In Progress – Amber, Not Progressed – Red.
Whilst the WRES 2022-2025 action plan gave the individual measures/outcomes deadlines, the actions outlined in the plan were not given their own deadlines unless this was the same. Any incomplete actions will be moved into the measures/outcome tracker with an estimated deadline in order to ensure that these are picked up and actioned as swiftly as possible before the end of our 3-year action plan next year.
	Indicators
	Outcome
	Deadline
	Actions 

	1
	Each division to ensure they have BAME representation in roles at Band 8a and above. Report progress back to the EDGe on an annual basis.  

	March 2025

	
· To “provide detailed data to divisions on their workforce profile and applicant success rates. Each division to then identify three hot spot areas to improve representation.”

· Quarterly EDI and applicant success reports are reviewed and actioned at LEDGe groups each quarter

· To “work with the communications team to incorporate representative imagery within the Trust.”

· The communications team is mindful about using diverse imagery wherever possible in all communications. 

· To “Support internal progression through meaningful career conversations for our current BAME staff within Band 8a and above roles and report back on progress to EDGe on an annual basis.”

Our PDR process now incorporates a career conversation for all staff, supported by specific development opportunities aimed toward BAME colleagues, for example our positive action initiative, Accelerated Leaders programme. 


	2
	All Band 8a and above roles will have a balanced decision-making interview panel in respect of ethnicity.

	July 2023 
	· To “implement balanced interview panels in respect of ethnicity for Band 8a and above roles.”

· CSS are piloting this to ensure a sustainable model can be developed for wider implementation. 


	2
	Senior leaders/Triumvirates are held accountable for ensuring a de-bias approach for recruitment. 

	March 2024 
	· This is being developed as a system wide initiative to “Review the recruitment process and work with other Trusts to identify improvements and to Implement a de-biasing recruitment framework/ toolkit and embed within our recruitment policy and training.”

· The CSS pilot will assist in this, which has been designed in collaboration with other Trusts in the ICS including Mid and South Essex NHS Foundation Trust.


	3
	Improved monitoring of our employee relations cases which will enable regular reporting.

	June 2024
	· To “Implement a new employee relations system to allow for detailed reporting and enable us to review and reflect on our learning from cases.”

· The Trust has been using the HR assure platform since 2023 to allow for detailed reporting and enable review and actions.


	5, 6 & 8 
	Staff are active allies and know how to appropriately challenge behaviours and support their colleagues. 

	August 2023
	· To “Produce a microaggressions campaign and incorporate within relevant training highlighting the awareness and how to appropriately challenge”, to “Revise our Dignity at Work Policy”, to “Deliver call it out workshops to our managers” and to” launch a Kindness and Respect Campaign.”

· We have fulfilled these actions by creating the ‘Call it out Microaggressions’ campaign and training to managers, which raises awareness of how to appropriately challenge incidents.

· A new Civility and Respect policy was launched in March 2024 which supports colleagues in challenging and addressing poor behaviours.


	5, 6 & 8 
	BAME colleagues feel more confident in speaking up. 

	July 2023
	· To “Monitor the numbers of Datix Incident Reporting related to bulling or abuse from patients towards our staff and assess if these incidences were managed effectively in line with our protocol” and to “work with the Norfolk Police on reporting hate crime.”

We have monitored the Datix incident reports since 2023 and have been working with the Norfolk police to report any hate crimes where they occur and signpost this information to staff in all relevant policies.  
·  “Increase the diversity of the freedom to speak up champion role.” 

· The freedom to speak up team has been working over the last 18 months to create a more representative network that mirrors our working community. Initially staffed by 5 Guardians who shared the same ethnicity, the size of the network has increased, with the network exploring inclusion across roles. This has led to a natural improvement in ethnic representation, however specific ethnicity data on its volunteers is not currently held or collated. 

FTSU are looking to create a network to better support our international colleagues.

	7
	‘Hot spot’ areas on staff development which require improvement are monitored regularly and are addressed locally.

	July 2023
	· The main action for indicator 7 was to “Introduce an ethnicity pay gap audit.”

· The Trust produced and published its first ethnicity pay gap report in April 2024. We will continue to review this for any lessons learned



	7
	Increased BAME representation participating in decision making forums and other development opportunities.

	March 2024
	· No specific actions were tied to this. 


	7
	At least 10% improvement in how people feel about equal opportunities.

	March 2025
	· No specific actions were tied to this. 



Further Details 

Each division to ensure they have BAME representation within Band 8a and above roles. Report progress back to the EDGe on an annual basis.

The CSS divisional pilot in recruitment will lead to a more equitable promotional process. We will also need to encourage as many staff at band 8A and above as possible to accurately record their demographic EDI data, as the current figures are skewed by the disproportionate number of staff who have checked the “unknown” ethnicity category. 

All Band 8a and above roles will have a balanced decision-making interview panel in respect of ethnicity.

A number of discussions have been held at the Equality and Diversity Group (EDGe) and divisionally and have considered the feasibility of this action in terms of scale vs impact vs burden onto our BAME colleagues in terms of their participation. A pilot scheme has commenced in CSS to ensure a sustainable model can be developed for roll out organisationally.  
The diversity partners would be made up of a pool of volunteers invited to take part in a range of actions to improve recruitment: eg. sit as part of the interview panels for appointments of band 8A and above, attend training on inclusive recruitment, complete an “interview proforma” and ensure a clear escalation path to raise any concerns. 

Senior leaders/Triumvirate are held accountable for ensuring a de bias approach for recruitment.                                                                                                  

The CSS pilot will be seeking support and representation from senior leaders and triumvirates and will review the pilot outcomes to ensure learning is implemented and shared across the organisation. 

Improved monitoring of our employee relations (all HR) cases which will enable regular reporting.                                                                               

The HR Assure platform introduced last year has provided the ability to report on all employee relations cases against a range of criteria. This can be reflected in the approx. 2%  increase in reporting of incidents that was found in the staff survey used for WRES 2024 data.

Staff are active allies and know how to appropriately challenge behaviours and support their colleagues. 

We have commenced a programme of Active Bystander training across areas identified from staff survey data and by division. This will continue during the Autumn of 2024, with the aim of three areas per division receiving this training by the end of 2024. 

BAME colleagues feel more confident in speaking up.                                               

We have been working since 2023 on embedding cultural changes that allow for BAME colleagues to feel more confident in speaking up whenever they face discrimination. This includes the promotion of the freedom to speak up platform and Datix reporting system. 
Initiatives include:
· Promoting our freedom to speak up scheme where a freedom to speak up guardian can support and guide them through the process of reporting an incident. 
· Promoting the Datix reporting system. 
· Promoting our Civility and Respect policy and framework which provides guidance on how to start a productive conversation to move forwards from an incident. 

However, we are aware that there are fewer incidents being reported through these systems than are recorded in the Staff Survey results, so we are looking into: whether BAME staff feel confident and comfortable using these existing mechanisms to report incidents, if not, why not, and how we can improve the systems so they are better fit for purpose. 


‘Hot spot’ areas on staff development which require improvement are monitored regularly and are addressed locally.

The Trust’s divisional Equality and Diversity Groups have scrutinised the data further by assessing the likelihood of BAME candidates and white candidates to be appointed from shortlisting within their local areas. The intention is so that they can identify any hot spot areas. 

With the hot spot areas identified, divisions are encouraged to discuss how they suggest they will improve for example do they need refresher unconscious bias or recruitment training.

Increased BAME representation participating in decision making forums and other development opportunities.                                                                        

There is not currently a mechanism in place to monitor this item, but we could create and promote a simple survey for our decision making groups to establish our current baseline position and evaluate to consider potential areas of focus. It is anticipated that this could be completed during Q3 of 2024.  

At least 10% improvement in how people feel about equal opportunities.

This is not due to be achieved until March 2025 but we appear to have set good foundations. This has improved by exactly 10% for our BAME colleagues compared to last year – but the number of white staff saying that they believe that the Trust provides equal opportunities for career progression or promotion stayed basically static.  

This suggests that we need to take care that while we specifically promote opportunities for BAME staff members as needed, we need to promote all equal opportunities campaigns to the widest range of staff. 
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