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The NHS Workforce Race Equality Standard (WRES) was made 
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8. In the last 12 months have you personally experienced discrimination at work 
from any of the following? 

 Manager/team leader 

 other colleagues 
 

Board representation indicator  
For this indicator, compare the difference for white and BME staff 
 

9. Percentage difference between the organisations’ Board membership and its 
overall workforce disaggregated: 

 By voting membership of the Board 

 By executive membership of the Board 
 

Note: This is an amended version of the previous definition of Indicator 9 
 
 
 
 
 
 

The definitions of “black and minority ethnic” and “white” used in the WRES have 

followed the national reporting requirements of ethnic category in the NHS data 

model and dictionary and are as used in NHS Digital data. At the time of publication 

of this guidance, these definitions were based upon the 2001 ONS Census 

categories for ethnicity. 
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Our Workforce Race Equality Standard Report for 2019 contains a number of 
elements: 
 

 The specific information published on the government website for the 
snapshot date of 31st March 2019 
 

 An analysis of the specific information supplied. 
 

 A comparison with our 2018 data. 
 

 An update on progress on our 2018 WRES Action Plan. 
 

 Recommendation as to future action to support our people who identify with a 
disability within the workforce. 

 
 
 
 
 
The Trust collected our data on the 31st March 2019 when our workforce consisted 
of 463 staff who identified as Black, Asian or Minority Ethnic; 3024 staff who 
identified as White and 102 staff who did not state their ethnicity. 
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4. Our WRES report 2019 
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5. Specific Information 31st March 2019 

 

463 
13% 

3024 
84% 

102 
3% 

BAME

White

Not stated
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The following graphs show the actual number of staff who identify as BAME, White 
or Not-Stated in each of the pay bands. This has been broken down to identify 
Clinical and non-Clinical roles. 
 
Clinical: 

 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 

Non-clinical: 
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6. Metric 1: Numbers of staff in each pay band 
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The following pie charts show the % of BAME staff compared with White staff in 
bands 1 to 7; 8+ and Medical and Dental grades. We have split this down to show 
clinical and non-clinical staff. 
 
Clinical: 
                                                              Bands 1-7  
 
 
 
 
 
 
 
 
 
 
 
 
Band 8+ 
 
 
 
 
 
                                                                                            Medical and Dental 
Non-Clinical: 
 
 

Band 1-7 
 
 
 
 
 
 
 
 
 
 
 

 
 
                                                                    Band 8+    

 
 

 

1803 
84% 

282 
13% 

61 
3% 

 

91 
95% 

1 
1% 

4 
4% 

 

310 
73% 

102 
24% 

15 
3% 

White

BAME
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Relative likelihood of staff being appointed from shortlisting across all posts 
Note: This refers to both external and internal posts. 

 
During the financial year 2018/19 the Trust shortlisted a total of 1,357 people. Of 
these 287 were appointed to posts, this represents 21% of those who were 
shortlisted. 
 
The following graph shows a breakdown of those shortlisted and appointed by their 
ethnicity.
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Relative likelihood of 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. For consistency, organisations should use the 
same methodology as the have always used. 
 
The figures of people entering the formal disciplinary process for our Trust are very 
low. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
You will see from the above graph that none of our BAME staff entered the formal 
disciplinary process in the last two years. 
 
 
 
 
 
Relative likelihood of staff accessing non-mandatory training and CPD. 
 
At the present time our Trust does not have a facility for collecting this information. 
Attendance at Mandatory training sessions is recorded on MLE, however we do not 
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Percentage of staff experiencing harassment, bullying or abuse from staff in last 12 
months    
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Percentage believing that trust provides equal opportunities for career progression or 
promotion. 
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12. Metric 6: Experiencing Bullying and Harassment 
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13. Metric 7: Equal Opportunities 
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The number of staff employed by the Trust in 2019 had increased by 7% on the 2018 
figure. 

 
 
In 2018 11% of our workforce identified as BAME, this has risen by 2% in 2019 to 
account for 13% of the workforce. 
 
The following graphs illustrate that in 2019 there was an increase in the number of 
people shortlisted and a reduction in the number of people appointed to posts. 
Orange indicates shortlisted candidates and green appointed. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
When we look at the other WRES metrics there are no significant differences 
between the 2018 and 2019 figures. 
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16. Comparison with 2018 WRES data 
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Action 
 

Progress to date 

Re-establish and develop the REACH 
(BAME) Staff Network. 

The BAME Forum was re-established in 
January 2019. Since that date the Forum 
has  
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Explore the feasibility of having an “open 
seat” at the Trust Board for a 
representative from the REACH (BAME) 
staff Network. 
 

No progress made to date. 

Identify the equality data of the Trust 
Governors to identify evidence of 
diversity. Explore possibility of recruiting 
governors from particular ethnic 
community groups, not just on a 
geographical basis. 
 

This is an ongoing action. We have run 
EDI awareness sessions for Governors 
in the past year and are identifying 
further opportunities to progress this 
action. 
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Section 17 gives progress on the 2018 WRES Action plan. It can be seen that a 
number of the actions set have been completed, some have become business as 
usual and a number of others are ongoing. Only one action has yet to be 
progressed. 
 
At Section 9 of this report you will see that we have identified a gap in providing 
reporting data for WRES Metric 4. This refers to the reporting of BAME staff 
accessing non-mandatory training. At the present time we do not have a mechanism 
for collecting this information and the subject is under review.  
 

 
 
 
 

 
Salisbury NHS Foundation Trust should take the following action to support our  
BAME people to ensure they have an equal opportunity to progress within the 
workforce: 
 

 Continue to progress the outstanding actions from the 2018 WRES Action 
Plan. 

 Prepare an updated relevant WRES Action Plan for the coming year. 

 Facilitate and develop the BAME Forum together with the other evolving staff 
networks. 

 Encourage our BAME people to complete the NHS Staff Survey. 

 Work with our local communities and partners in the voluntary, public and 
private sector to ensure people from BAME communities are supported within 
the wider community. 

 Encourage our people to provide up-to-date, relevant and accurate equality 
data through our ESR self-reporting process. Ensuring they understand the 
benefits for doing so. 

 Review and develop an appropriate mechanism to collect data regarding who 
takes up non-mandatory training within the Trust. This will allow the Trust to 
report on WRES Metric 4 on 31st March 2020. 
 

 
 

 
 
 

Author:    Rex Webb, Head of Diversity and Inclusion 
                Rex.webb@nhs.net 
 
Sponsor:  Director of OD and People 
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