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	NHS Devon CCG WRES action plan 2019

	WRES indicator
	Findings
	EDS2 Associated Outcome
	Action
	Accountable
	Timescale

	Percentage of staff in each of the AfC Bands 1-9 and VSM (including executive Board members) compared with the percentage of staff in the overall workforce.
Organisations should undertake this calculation separately for non-clinical and for clinical staff.
	All workforce: 1.61% BME.
AfC workforce: 1.23% BME.
Clinical Workforce: 2.79% BME.
Very Senior Manager: 3.7%BME

	3.1 - Fair NHS recruitment and selection processes lead to a more representative workforce

3.6 - Staff report positive experiences of their membership of the workforce
	Analysis of CCG data to identify the roles where BME colleagues are working.

Analysis of appointment rates of BME applications and unsuccessful appointments.

Improve reporting of equality data by means of colleague engagement through promotion of regular validation of ESR data.


	
HR/Workforce















	
April 2020















	Relative likelihood of staff being appointed from shortlisting across all posts.
	The relative likelihood of white staff being appointed from shortlisting compared to BME staff for 2019 is 0.47
	3.1 - Fair NHS recruitment and selection processes lead to a more representative workforce

3.6 - Staff report positive experiences of their membership of the workforce

4.1 - Boards and senior leaders routinely demonstrate their commitment to promoting equality within and beyond their organisation

4.3 - Middle managers and other line managers support their staff to work in culturally competent ways within a work
	Provide recruitment and selection training to appointing managers to include equality and diversity.

	HR & OD
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	Relative likelihood of staff entering the formal disciplinary process, as measured by entry into a formal disciplinary investigation. This indicator will be based on data from a two year rolling average of the current year and the previous year.

	We are unable to provide data as there is no method currently in place to monitor this measure
	3.4 - When at work, staff are free from abuse, harassment, bullying and violence from any source

3.6 - Staff report positive experiences of their membership of the workforce

4.1 - Boards and senior leaders routinely demonstrate their commitment to promoting equality within and beyond their organisation

4.3 - Middle managers and other line managers support their staff to work in culturally competent ways within a work environment free from discrimination
	Establish means by which disciplinary cases are recorded which will include details of equality data to enable monitoring and analysis.
	HR
	By end of Sept 2019 -ongoing

	Relative likelihood of staff accessing non-mandatory training and CPD.

	The relative likelihood of white staff accessing non-mandatory training and CPD compared to BME staff for 2019 has decreased by 0.14(data from combined information available for NEW Devon and South Devon &Torbay CCGs) to 1.0
	1.4 - When people use NHS services their safety is prioritised, and they are free from mistakes, mistreatment and abuse

3.3 - Training and development opportunities are taken up and positively evaluated by staff

3.6 - Staff report positive experiences of their membership of the workforce
	Continue to provide equal access to development for all staff. 

Continue to embed our organisational values for all staff.

Regular monthly meetings with the staff partnership forum to pick up any issues.

	OD & HR


HR


HR
	ongoing.


Ongoing


Ongoing

	KF 25. Percentage of staff experiencing harassment, bullying or abuse from patients, relatives or the public in last 12 months.
	The 2018 combined Staff Survey report identifies 13% of White Colleagues had responded to this question. The number of responses from BME staff for these questions were very small therefore it did not enable a comparison with white colleagues for these indicators.
There is no method to compare the data from previous year.
	3.4 - When at work, staff are free from abuse, harassment, bullying and violence from any source

3.6 - Staff report positive experiences of their membership of the workforce

4.1 - Boards and senior leaders routinely demonstrate their commitment to promoting equality within and beyond their organisation

4.3 - Middle managers and other line managers support their staff to work in culturally competent ways within a work environment free from discrimination
	Regular monthly meetings with the staff partnership forum.

Continue to support Freedom to Speak up Guardians across all CCG sites.

Continue with regular cycle of internal engagement surveys to benchmark progress to survey questions, CCG’s Values & Behaviours and colleague overall engagement.

Provide induction events for all new colleagues to introduce the values and expected behaviour within the CCG by means of introduction to the culture of the organisation.

Annual staff survey for the whole of the CCG.
	HR


HR & Equality and Diversity

HR, Comms & Staff Partnership Forum


HR and OD






HR and OD
	Ongoing


Ongoing


Twice yearly- Ongoing



Quarterly - ongoing




February 2020

	KF 26. Percentage of staff experiencing harassment, bullying or abuse from staff in last 12 months.
	The 2018 combined Staff Survey report identifies 19% of White Colleagues had responded to this question. The number of responses from BME staff for these questions were very small therefore it did not enable a comparison with white colleagues for these indicators.
There is no method to compare the data from previous year.
	3.4 - When at work, staff are free from abuse, harassment, bullying and violence from any source

3.6 - Staff report positive experiences of their membership of the workforce

4.1 - Boards and senior leaders routinely demonstrate their commitment to promoting equality within and beyond their organisation
	See-KF 25 actions above.


	As above KF 25
	As above KF 25

	KF 21. Percentage believing that trust provides equal opportunities for career progression or promotion.
	The 2018 combined Staff Survey report identifies 84% of White Colleagues believing that the CCG provides equal opportunities for career progression or promotion. The number of responses from BME staff for these questions were very small therefore it did not enable a comparison with white colleagues for these indicators.
There is no method to compare the data from previous year.
	3.1 - Fair NHS recruitment and selection processes lead to a more representative workforce
3.2 - The NHS is committed to equal pay for work of equal value and expects employers to use equal pay audits to help fulfil their legal obligations
3.3 - Training and development opportunities are taken up and positively evaluated by staff
3.6 - Staff report positive experiences of their membership of the workforce
4.3 - Middle managers and other line managers support their staff to work in culturally competent ways within a work environment free from discrimination
	Development and implementation of a Talent Management Strategy which will provide transparency and understanding of the CCGs process for career development, progression and promotion.
	OD & HR
CCG Senior Leadership Team
	By Dec 2019 - ongoing

	Q17. 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 2018 combined Staff Survey report identifies 8% of White Colleagues had responded to this question. The number of responses from BME staff for these questions were very small therefore it did not enable a comparison with white colleagues for these indicators.
There is no method to compare the data from previous year.
	3.4 - When at work, staff are free from abuse, harassment, bullying and violence from any source
3.6 - Staff report positive experiences of their membership of the workforce
4.1 - Boards and senior leaders routinely demonstrate their commitment to promoting equality within and beyond their organisation
4.3 - Middle managers and other line managers support their staff to work in culturally competent ways within a work environment free from discrimination
	Regular monthly meetings of the Staff Partnership Forum.
	
	From Sept 2019 ongoing

	Percentage difference between the organisations’ Board voting membership and its overall workforce.
	The metrics confirm that there are no BME voting Board or Executive members on NHS Devon CCG Governing Body.
	4.1 - Boards and senior leaders routinely demonstrate their commitment to promoting equality within and beyond their organisation
	Planed recruitment to appoint x 2 Associate Non-Director developmental posts with a specific focus to improve BME within the CCG's board.
	Clinical Chair
HR
	By End of October 2019
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