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Workforce Race Equality Standard: Improvement Plan 2018 - 2019 

	
	WRES Indicator
	Our data for 2018
	Actions 
	Success Criteria
	Responsible Officer 
	Timescale

	1

2
	Percentage of staff in each of the AfC bands 1-9 and VSM 

Compared with the percentage of staff in the overall workforce 

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


	White staff are 1.88 times more likely to be appointed from shortlisting than BME staff
	· Continue to hold recruitment events in the local communities we serve encouraging applicants from all communities

· Continue with values based interviewing addressing avoiding unconscious bias – target those who have not attended new-style training and set up a system whereby all new Managers/Supervisors get automatically enrolled at the time of commencement in role
· Revisit the process mapping for our recruitment process and think about the problems that could be impacting on the likelihood of BME candidates being appointed from shortlisting 


	Ensure all Recruiting Managers have attended Values based interviewing training
Narrow the gap in the relative likelihood of white staff being appointed compared to BME


	Resourcing Lead

Resourcing Lead

	Completed by December 2018
Completed by December 2018
Completed by February 2019



	
	WRES Indicator
	Our data for 2017
	Action
	Success Criteria
	Responsible Officer
	Timescale

	5, 6, 7 & 8 
	National NHS Staff Survey indicators relating to the experience of BME staff compared to white staff


	37% BME staff report harassment, bullying or abuse from staff

725% of BME staff 

have personally 

experienced 

discrimination at work
  from Manager/team 
  leader or other 
  colleague 

75% of BME staff believe the Trust provides career progression or promotion


	· Support the implementation of the Equality, Diversity and Human Rights Strategy. In particular creating a safe place where staff can speak out and promote equality and diversity.
· Develop the work with the Freedom to Speak up Guardian on a campaign to encourage staff to speak out if they experience harassment, bullying or abuse at work.  
· Develop further the BME Staff Network group to encourage a group that is owned by BME staff within the workforce to identify actions to change BME staffs experience
· Arrange an event in partnership with other NHS employers in the area with NHS England WRES team specifically for BME staff to encourage a commitment to the BME Staff Network 

	Narrow the gap in the relative likelihood of white staff being treated differently compared to BME staff in the staff survey results for 2017
	Freedom to Speak up  Guardian & HR Manager 

	Completed by March 2019
Completed by March 2019
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