Workforce Race Equality Standard
REPORTING TEMPLATE

Template for completion
Name of provider organisation

North West Ambulance Service NHS Trust
Name and title of Board lead for the Workforce Race Equality Standard

Michael Forrest, Director of Organisational Development
Name and contact details of lead manager compiling this report

Vickie Camfield, Strategic HR Manager. Tel@ 0161 279 4838, vickie.camfield@nwas.nhs.uk
Names of commissioners this report has been sent to
Blackpool CCG

Name and contact details of co-ordinating commissioner this report has been sent to

Chris O'Neil, Chris.O'Neill@blackpool.nhs.uk
Unique URL link on which this report will be found (to be added after submission)

This report has been signed off by on behalf of the Board on (insert name and date)

Michael Forrest, Director of Organisational Development

Publications Gateway Reference Number: 03496

Date of report: month/year

June

2015

Report on the WRES indicators
1. Background narrative
a. Any issues of completeness of data
No issues identified in relation to completeness.
Ongoing work encourage staff to self report their ethnicity.

b. Any matters relating to reliability of comparisons with previous years
N/A

2. Total numbers of staff
a. Employed within this organisation at the date of the report

4998
b. Proportion of BME staff employed within this organisation at the date of the report
2.44%

Report on the WRES indicators, continued
3. Self reporting
a. The proportion of total staff who have self–reported their ethnicity

96.78%
b. Have any steps been taken in the last reporting period to improve the level of self-reporting by ethnicity

Last check on personal data undertaken at the end of 2013-14
c. Are any steps planned during the current reporting period to improve the level of self reporting by ethnicity

No

4. Workforce data
a. What period does the organisation’s workforce data refer to?
1st January 2014 to 31st December 2014; Board data only refers to 1st April 2015

Report on the WRES indicators, continued
5. Workforce Race Equality Indicators
For ease of analysis, as a guide we suggest a maximum of 150 words per indicator.
Indicator

Data for
reporting year

Data for
previous year

Narrative – the implications of the data and
any additional background explanatory
narrative

Action taken and planned including e.g. does
the indicator link to EDS2 evidence and/or a
corporate Equality Objective

4.8%% WTE in
Band 8- 9, VSM
2.44% overall

N/A

As of 31.12.14 out of a total workforce of 4988
staff there are 122 BME staff overall. 5 BME staff
are in Band 8-9 and VSM.

The Trust's Equality and Diversity Strategy aims
to improve representation from diverse groups at
all levels within the workforce. Recruitment action
plan in place.

White staff being
appointed from
shortlisting
compared to BME
The
staff relative
is 1.60 times
likelihood
greater of BME
staff entering the
formal disciplinary
process
compared to
White staff is 1.38
times greater

N/A

7.1% of shortlisted applicants are BME staff. Of
those appointed, 6.93% are BME. This compares
to 92.10% of white staff who are shortlisted with
93.8% of those who are appointed.
A total of 62 staff entered the disciplinary
process. Of those, 56 were white staff, 2 were
BME staff and 4 staff did not state their ethnic
origin.

The Trust's Equality and Diversity Strategy aims
to improve representation from diverse groups at
all levels within the workforce.

Relative
likelihood of BME
staff accessing
non-mandatory
training and CPD
as compared to
White staff is 1
times greater

N/A

For each of these four workforce
indicators, the Standard compares
the metrics for White and BME
staff.
1

Percentage of BME staff in Bands
8-9, VSM (including executive Board
members and senior medical staff)
compared with the percentage of BME
staff in the overall workforce

2

Relative likelihood of BME staff being
appointed from shortlisting compared
to that of White staff being appointed
from shortlisting across all posts.

3

Relative likelihood of BME staff
entering the formal disciplinary
process, compared to that of White
staff entering the formal disciplinary
process, as measured by entry into a
formal disciplinary investigation*
*Note: this indicator will be based on
data from a two year rolling average of
the current year and the previous year.

4

Relative likelihood of BME staff
accessing non-mandatory training and
CPD as compared to White staff

N/A

The figures are based on non-mandatory training
in 2014. Total number of staff accessing
non-mandatory training was 1145. Our of these,
1045 were white staff and 27 were BME staff. A
total of 73 staff did not state their ethnic origin.
The percentage of BME staff compared to all staff
accessing non-mandatory training and CPD is
2.5% and therefore in comparable the number of
overall BME staff in the Trust.

The Trust Disciplinary Policy and Procedure was
recently revised and a Equality Impact
Assessment was undertaken. The assessment
did not indicate any adverse impact on minority
groups.

Report on the WRES indicators, continued
Indicator

Data for
reporting year

Data for
previous year

Narrative – the implications of the data and
any additional background explanatory
narrative

Action taken and planned including e.g. does
the indicator link to EDS2 evidence and/or a
corporate Equality Objective

White 40


White n/a


BME 32

BME n/a

It should be recognised that due to the nature of
the work of our front line staff, there is greater
exposure for staff who may experience
harassment, bullying or abuse from patients,
The
staff or
survey
resultsThere
do not
correlate
with
the
relatives
the public.
has
been an
overall
level
of reported
in the Trust.
The survey
reduction
in staff cases
experiencing
harassment,
results
from 22%orinthe
2013
bullyingfor
or 2014
abusehave
fromincreased
patients, relatives
to
28%ininlast
2014
the Trust
undertaking
work
public
12 and
months.
In 2013
this scored
52%
The
staff survey
indicates
thatthis
theincrease.
Trust received
to
understand
reason
for
The
and
reduced
tothe
42%
in 2014.
an average
in relation to
to the
whether
stafffor
Trust's
scorescore
is comparable
average
believe
the Trust provides
other ambulance
Trusts. equal opportunities
for career progression or promotion. The Trust
The
staff
survey
results
notincorrelate
scored
69%
in 2014
anddo
68%
2013. to the
internal data in the Trust relating to
discrimination. The results for the number of staff
in 2013 was 17% and 19% in 2014. The average
for ambulance Trusts in 2014 was 20%.

The Trust has commissioned a Health and
Wellbing project and this has a focus on looking
at violenec and agresssion issues siffered by staff
and how they trust may seek to support staff.
Further analysis of the systems and policies in
place to support staff need to be considered. The
Trust's Dignity at Work Policy is currently under
review. In addition, the Trust commissioned a
The
Trust
seeking tosurvey
continue
develop
Health
andisWellbeing
andtothis
included
positive
action
to provide
considered
the strategies
support available
for equal
staff. the
opportunities
career
progression
results of this for
survey,
along
with the and
staff survey
promotion.
The
Trust'[s
Equality
are currently
being
formatted
intoand
an Diversity
action plan.
As
detailed
above
there is work
to review the
Strategy
seeks
to improve
representation
from
Dignity
Work at
Policy
and analyse
theworkforce.
results of
diverse at
groups
all levels
within the
the trust's Commissioned Health and Wellbeing
project to seek to

The population covered by the Trust has a 10.7%
BME population so the Board is currently
representative.

The Trust's Equality and Diversity Strategy aims
to improve representation from diverse groups at
all levels within the workforce.

For each of these four staff survey
indicators, the Standard compares
the metrics for each survey
question response for White and
BME staff.
5

6

7

8

KF 18. Percentage of staff
experiencing harassment, bullying or
abuse from patients, relatives or the
public in last 12 months

KF 19. Percentage of staff experiencing
White 26
harassment, bullying or abuse from

staff in last 12 months
BME 29
KF 27. Percentage believing that trust
provides equal opportunities for career
progression or promotion
Q23. In the last 12 months have you
personally experienced discrimination
at work from any of the following?
b) Manager/team leader or other
colleagues

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

BME n/a

White 71


White n/a


BME 71

BME n/a

White 11


White n/a


BME 15

BME n/a

Does the Board meet the
requirement on Board
membership in 9?
9

White n/a


1 out of 8 Board
members are
BME.

Note 1.

All provider organisations to whom the NHS Standard Contract applies are required to conduct staff surveys though those surveys for organisations that are not NHS Trusts may not follow the format of
the NHS Staff Survey

Note 2.

Please refer to the Technical Guidance for clarification on the precise means of each indicator.

Report on the WRES indicators, continued
6. Are there any other factors or data which should be taken into consideration in assessing progress? Please
bear in mind any such information, action taken and planned may be subject to scrutiny by the Co-ordinating
Commissioner or by regulators when inspecting against the “well led domain.”
The Trust has an Equality and Diversity Strategy (partof the Workforce Stragegy 2015 - 2020). This identifies the following:
• Goal
• Aims
• Objectives
• Success measures

7. If the organisation has a more detailed Plan agreed by its Board for addressing these and related issues you
are asked to attach it or provide a link to it. Such a plan would normally elaborate on the steps summarised in
section 5 above setting out the next steps with milestones for expected progress against the metrics. It may also
identify the links with other work streams agreed at Board level such as EDS2.
The Trust's Workforce Strategy 2015 - 2020 incorporates all workforce related strategies and this includes Equality and Diversity. Although
Equality and Diversity is identified as a separate theme within the overall Workforce Strategy, the principles of compliance with statutory
requirement, fairness and non-discriminatory practice and the need to develop the potential and value of a diverse workforce underpin all
themes in order to embed practice and deliver the Trust’s Values.
The Workforce Equality and Diversity Strategy is detailed in Appendix 1 of the Workforce Strategy, accessed through via the following link:
http://www.nwas.nhs.uk/media/678606/workforce-strategy-2015-2020-final-v21-approved-.pdf
The Trust also uses the Equality Delivery System and individual directorates will have supporting plans to improve aspects of their area of
responsibility. Details of this can be found using the following link:
http://www.nwas.nhs.uk/working-for-us/equality-and-inclusion-in-the-work-place/
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