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Report on the WRES indicators

1. Background narrative

a. Any issues of completeness of data

NHS Devon CCG was created on the 1st April 2019 following a successful merger of NEW Devon & South Devon and Torbay CCGs.

As a result of the merger on the 1st April to become NHS Devon CCG 2019 data is reflective of the position on 1st April 2019 (rather than 31st
March 2019). This will ensure that data reflects the new organisation. Equally, due to the recent merger comparison data is not easily available
in all areas.

Equality and diversity indicators are captured as part of the recruitment process and recorded in the Electronic Staff Record (ESR).
We have 90.18% of workforce reporting on ethnicity, and 9.82% of colleagues have chosen not to declare as at 1st April 2019.

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

This is the first year NHS Devon CCG will have reported. In some cases, comparable data for March 2018 cannot be provided. As NHS Devon
is a newly formed statutory organisation where possible the information for 2018 reflects a combined return of merged data that is available for
the NEW Devon & South Devon and Torbay CCGs as they then existed.

It should be noted that the current year's data fields are populated with the merged organisation NHS Devon CCG data as it was at the
commencement of the new organisation on the 1st April 2019. Staff survey information cannot be gathered for the previous year comparison
as both NEW Devon CCG and South Devon and Torbay CCGs hosted independent Staff Surveys with independent providers.

Where possible and with the data readily available NHS Devon CCG have completed this report to enable the future annual reporting of WRES

2. Total numbers of staff

a. Employed within this organisation at the date of the report

As at 1st April 2019 Devon CCG employed 560 individuals.

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

9 colleagues shared their BME ethnicity, 1.61% of total workforce, the 2011 Census reports Devon's BME as 3%.



Report on the WRES indicators, continued

3. Self reporting

a. The proportion of total staff who have self-reported their ethnicity

As at 1st April 2019, 505 out of a total 560 colleagues chose to declare their ethnicity (90.18%)

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

This is the first report for NHS Devon CCG. The organisation will continue to request that all new starters self-report their ethnicity as part of
the recruitment/appointment process.

Colleagues are also encouraged to view and update their Employee Self Service record ( ESR system) as part of the self-service facility
available to them.

Prior to merger all colleagues across both organisations were invited to review and update their ESR information via internal Staff Bulletin
communications.

c. Are any steps planned during the current reporting period to improve the level of self reporting by ethnicity

The CCG will plan an annual ESR colleague data validation where selected ‘'undefined’ or not given an answer for:
* Ethnicity

* Marital Status
* Gender
* Nationality

This information can be updated in the ESR system.

4. \Workforce data

a. What period does the organisation’s workforce data refer to?

Workforce information between 1 April 2018 and 1 April 2019
Disciplinary data from between 1 April 2018 and 1 April 2019
Staff recruitment data as at 1st April 2019

Staff Survev information 2018 data



Report on the WRES indicators, continued

5. Workforce Race Equality Indicators
Please note that only high level summary points should be provided in the text boxes below — the detail should be contained in accompanying WRES Action Plans.

Indicator

For each of these four workforce

indicators, compare the data for
White and BME staff

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 dlinical staff.

Relative likelihood of staff being
appointed from shortlisting across all
posts.

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.

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

Data for
reporting year

All workforce:
1.61% BME

AfC non-clinical
workforce: 1.23%
BME

Clinical
Workforce: 2.79%
BRMF

The relative
likelihood of white
staff being
appointed from
shortlisting
compared to BME

staff for 2019 is
n a7

We are unable to
provide data as
there is no
method currently
in place to
monitor this
measure

Data is not
currently
available

Data for
previous year

All workforce:
1.46% BME

AfC non-clinical
workforce: 1.27%
BME

Clinical

Workforce: 0%
RNMFE

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

Due to the relatively small numbers of staff
employed by the CCG the actual number of BME
staff employed is low.

The data demonstrates that white shortlisted
applicants are 0.47 times more likely to be
appointed from shortlisting compared to BME
staff . We are unable to provide data from the
previous year to enable comparison due to the
merger of New Devon and South Devon &
Torbay CCGs from 1st April 2019 to become NHS
Devon CCG.

All colleagues continue to have equal access to
training and development opportunities.

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

WRES Action plan references all indicators as a
whole. This particular indicator links to EDS2: 3.1
& 3.6 Equality Objective regarding represented
and supported workforce.

While the CCG has small numbers of BME
colleagues within the organisation, 1.61% of the
workforce, the proportion of BME colleagues to
white colleagues is similarly aligned to the Devon
population. As stated in the Office of National
Statistics 2011 Census figures approximately in
Devon 97% of people are from a white British
backaround. Nationallv this fiaure is lower at

EDS?2 Link: 3.4,3.6,4.1& 4.3 The CCG is
establishing a process to recorded equality data
relating to formal disciplinary processes.

The CCG is investigating how CPD can be
recorded.



Report on the WRES indicators, continued

Note 1.

Note 2.

Data for
reporting year

Indicator

National NHS Staff Survey
indicators (or equivalent)

For each of the four staff survey
indicators, compare the outcomes of
the responses for White and BME staff.

KF 25. Percentage of staff

experiencing harassment, bullying or White 13
abuse from patients, relatives or the BME
public in last 12 months.
KF 26. Percentage of staff experiencing .
harassment, bullying or abuse from White 19
staff in last 12 months. BME
KF 21. Percentage believing that trust .
provides equal opportunities for career White 84
progression or promotion. BME
Q17. In the last 12 months have you Whi
personally experienced discrimination i ©
at work from any of the following? BME
b) Manager/team leader or other
colleagues
Board representation indicator
For this indicator, compare the
difference for White and BME staff.
Percentage difference between
th isations’ Board voti .

e organisations’ Board voting Voting

membership and its overall workforce. .
membership of

Governing Body:
0% BME.

Data for
previous year

White

BME

White

BME

White

BME

White

BME

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

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

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

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.

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.

The metrics confirm that there is no BME voting
Board or Executive members of Devon CCG
Governing Body.

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

Links to EDS2:3.4,3.6,4.1 &4.3.

The newly formed organisation has developed a
new set of Values with staff and introduced
Freedom to Speak Up Guardians, one in each
location. The CCG has an active Staff Partnership

Links to EDS2:3.4,3.6 &4.1 As above and in
addition the CCG conducted an interim internal
survey during August 2019 with the inclusion of
this question as it seeks to prevent this sort of
behaviour in the workplace.

Links to EDS2: 3.1,3.2,3.3,3.6 & 4.3.

The CCG is currently developing it's Talent
Management strategy and approach which is
aimed to support all colleagues with a clear
process to support career progression and

Links to EDS2: 3.4,3.6,4.1 &4.3.

Action plan following the combined 2018 Staff
Survey was developed with the Staff Partnership
Forum. New organisational values developed with
staff for the Devon CCG. Introduction of Freedom

EDS?2 Link:3.1,3.3 & 4.1Recently approved by the
voting member practices 2 Associate Non
Director development posts with a specific focus
to improve Governing Body Diversity. Active
approaches to recruit from minority population

All provider organisations to whom the NHS Standard Contract applies are required to conduct the NHS Staff Survey. Those organisations that do not undertake the NHS Staff Survey are recommended to do so,

or to undertake an equivalent.

Please refer to the WRES Technical Guidance for clarification on the precise means for implementing 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?

As noted above the number of staff from BME groups is very low so the results need to be interpreted with this in mind. Going forward data
comparisons in future years will be better with historical data for the newly created Devon CCG being available.

7. Organisations should produce a detailed WRES Action Plan, agreed by its Board. Such a Plan would normally
elaborate on the actions summarised in section 5, setting out the next steps with milestones for expected
progress against the WRES indicators. It may also identify the links with other work streams agreed at Board
level, such as EDS2. You are asked to attach the WRES Action Plan or provide a link to it.

The detailed WRES Action Plan for 2019 is provided as an appendix to this WRES 2019 Report. It is held on the CCG's website alongside this
report (link to be provided following Executive approval).
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