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Workforce Race Equality Standard (WRES) 
Action Plan 2019 – 2020
This document has been prepared to support the organisation to address any gaps identified through the Workforce Disability Equality Standard Reporting process. These gaps are indicated within the WRES and therefore this document should be read in conjunction with this WRES Report 2019 link here:
http://www.wwl.nhs.uk/Equality/wres.aspx 
The following action plan will set out how we will address and/or monitor these gaps over the next year to ensure that we maintain and encourage equity between BME and non BME staff.
This action plan will be monitored and reviewed by the Equality and Diversity Steering Group. 

	WRES Indicator
	Summary
	Action

	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
	The Trust’s BME representation is currently 8% compared to 3% BME for the Wigan Borough. A large percentage of BME employees are within clinical staff groups and in particular the Medical & Dental staff group. There are no areas of concern from the data at the present time.


	· To continue to monitor the data

	2
	Relative likelihood of White staff being appointed from shortlisting compared to BME Staff across all posts
	The data indicated that White Staff are more likely than BME Staff to be appointed from shortlisting, throughout the period of 2018/19  however, a small improvement was seen compared to previous year.
	· To review applicant data to look for trends and identify area of focus and action. 

· Further actions will follow on review of more detailed data. 



	3
	Relative likelihood of BME staff entering the formal disciplinary process compared to White staff (over two years)
	This indicated White staff were more likely to enter the formal Disciplinary procedure than BME Staff.


	· To continue to monitor the data 



	4
	Relative likelihood of White staff accessing non-mandatory training and CPD compared to BME staff
	In 2018/19 the trust did not have the capability within the training & development systems to report on this specific metric.


	· A new system has now been implemented to centralise the recording of all training data.  A review will take place to identify if this information can be reported for the 2020 WRES return.

	5
	Percentage of staff experiencing harassment, bullying or abuse from patients, relatives  or the public in last 12 months
	There has been a significant increase in the % of BME staff reporting that they have experienced harassment, bullying or abuse from patients, relatives or the public in the last 12 months.
	· A BME focus group is being planned and will be utilised to identify and explore  any potential causes behind this increase
· To review data within the Trust`s internal incident reporting system (DATIX) to establish if this correlates to the staff survey results. 

· After further assessment  actions will be developed to respond to any areas of concern.

	6
	Percentage of staff experiencing harassment, bullying or abuse from staff in last 12 months
	There has been a significant increase in the % of BME staff reporting that they have experienced harassment, bullying or abuse staff in the last 12 months
	· To utilise the BME focus group to identify and explore any potential causes behind this increase 

· To review the Trust`s internal Employee Relations information to establish if this correlates to the staff survey results. 



	7
	Percentage believing that the Trust provides equal opportunities for career progression or promotion
	There has been a significant increase in the % of BME staff reporting that they believe the Trust provides equal opportunities for career progression or promotion.


	· Promotions data is included within the annual inclusion & diversity report 
· Continue to monitor data.



	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
	The % for BME staff has continued to decrease from the previous year. However, BME staff still report higher levels of discrimination at work in comparison with white staff. 
	· To utilise the BME focus group to identify any potential causes behind this disparity 

· To review the Trust`s internal Employee Relations information to establish if this correlates to the staff survey results. 

· After further assessment, actions will be developed to to respond to any areas of concern

	9
	Percentage of the Board who identify as BME compared to White Staff. 
	The current Board of Voting Members and the Board Executive Membership all identify as White.   Small differential between the percentage BME Trust Board membership when compared to the Trust workforce.


	· Continue to monitor data. 
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Should you have any questions regarding the WRES Action Plan, or require this document in a different format, then please contact the joint Inclusion & Diversity Lead for the Trust: Joanne O`Brien at joanne.m.o’brien@wwl.nhs.uk.


