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	Alignment to the Trust’s strategic priorities

	Deliver safe, high quality, compassionate patient care
	x
	Design healthcare around the needs of our patients, with our partners
	
	Invest and realise the full potential of our staff to provide compassionate and personalised care
	x

	Ensure the Trust is financially viable and makes the best use of resources for our patients
	
	Continuously improve our services to secure our reputation as the local provider of choice
	
	
	

	

	Alignment to the Trust’s goals

	Timely access to our services
	
	Better quality patient care
	x
	More productive services
	
	Well-Led
	x


	
	

	Report previously reviewed by 

	Committee/Group
	Date
	Outcome

	
	
	

	
	
	


	Assurance: Does this report provide assurance in respect of the Board Assurance Framework strategic risks? 
	Y/N

	BAF number(s)
	

	

	Significant assurance
	☐	Moderate assurance 
	☒	Limited assurance
	☐	No assurance
	☐
	High level of confidence in delivery of existing mechanisms/objectives

	General confidence in delivery of existing mechanisms /objectives
	Some confidence in delivery of existing mechanisms /objectives
	No confidence in delivery


	
	
	
	
	

	Recommendations
	The committee is asked to note the report which is provided for information and assurance.







	Executive Summary

	The Trust is required to report against the nine Workforce Race Equality Standards (WRES) and the Workforce Disability Equality standard (DES) and is reviewed against these standards by both our regulators and commissioners.  A review of the Trusts performance against national benchmark data issued for the WRES in January 2019 is outlined in this report.  The Trust will be required to submit data for the DES in April 2019 for which the national date will be reported on later in 2019.


	Background

	Research and evidence strongly suggest that less favourable treatment of Black and Ethnic Minority (BME) staff in the NHS, through poorer experience of opportunities, has significant impact on the efficient and effective running of service and adversely affects the quality of care received by patients.


	Issues and options

	
Key Findings of the data submitted by NHS Trusts as at 31st March 2018 has been undertaken at a national level which has resulted in the following key findings:

· WRES data between 2016 and 2018 shows continuous improvement across a range of workforce indicators.
· There are 10,407 more BME staff in NHS Trusts compared to 2017.
· BME Staff in very senior manager positions increased from 5.7% to 6.9% in 2018.
· The percentage of BME Staff reporting experience of discrimination in the last 12 months increased from 12.8% to 15%, in contrast to 6.6% of white staff.
· There were 11 more executive BME board members and one extra non-executive board member across NHS Trusts compared to 2017.
· BME Staff are 1.24 times more likely to enter into formal disciplinary process compared to white staff.
· There has been a sustained increase in the number of BME nurses, health visitors and midwives in AfC bands 6 to 9 which has seen continuous improvement since 2014.
· There has been a decrease in the number of BME staff who believe their trust provides equal opportunities for career progression or promotion from 75.5% in 2016 to 71.5% in 2018.
· White shortlisted job applications are 1.45 times more likely to be appointed from shortlisting than BME applicants a reduction on the 1.60 reported in 2017.
· There are only 8 BME Executive Directors of Nursing.


A review of the Trusts performance against the national data has been undertaken and this can be found in appendix 1.  The Trust has seen improvement in and above national average in 6 of the standards since March 2017 and is in line with two standards and below average in 1 standard.



	Standards where Trust performance is above average
	Standards where Trust performance is in line with average.
	Standards where Trust performance is below average.

	Relative likelihood of BME staff being appointed from shortlisting compared to that of white staff.

Relative likelihood of BME staff entering the formal disciplinary process, compared to that of white staff.

The relative likelihood of BME staff accessing non-mandatory training and CPD compared to white staff.

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

In the last 12 months % personally experienced discrimination at work from manager, team leader or other colleagues.

Boards are expected to be broadly representative of the population they serve.

	% of BME staff in Bands 8-9, VSM (including executive Board members) compared to % of BME staff in the workforce

% of staff experiencing harassment, bullying or abuse from staff in last 12 months.
	% believing that the trust provides equal opportunities for career progression or promotion



The Trust has developed an action plan in response to the above findings and this is attached in appendix one. From this action plan it can be seen that progress has been made since the last reporting period.

Progress against the action plan will be monitored through the Trust’s Equality and Diversity Committee.
 

	Recommendations

	The committee is asked to note the report which is provided for information an assurance.


	Appendices
Appendix 1 – WRES Action Plan




	Workforce Race Equality Standards Review
	Page | 1



image1.jpeg
NHS

Worcestershire

Acute Hospitals
NHS Trust




