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EEAST Draft Workforce Race Equality Standard Action Plan 2017/18 

 

WRES Indicator Action Responsible Timeframe RAG Rating 

WRES Indicator 1.  
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. (Note: 
Organisations should 
undertake this 
calculation separately 
for non-clinical and for 
clinical staff) 
 

1. Review internal recruitment and selection policies to ensure 
that recruitment processes are fully diversity managed.  This 
review and improvement to systems should include: 

 

a. Assurance that all job roles are developed and recruited to 
in-line with organisational policy and best practice. 

b. Equitable provision of non-mandatory development 
opportunities to help level the playing field drawing for BME 
staff, bearing in mind the evidence that opportunities such 
as secondment, acting up, shadowing and leading projects 
are key enablers for career progression and development. 

c. Consideration on how and where the job is advertised. Do 
adverts include relevant positive messages about 
commitment to having a diverse workforce? 

d. Consideration on how applications are shortlisted, including 
any screening tests/assessment centres used. 

e. Assessment of psychometric/online tests risks, to ensure 
that they are not discriminatory. Employers should 
reconsider using such tests as a pre-screening part of the 
process and as a part of the selection process, post 
shortlisting.  

f. Consideration of how references are written and evaluated.  
g. Focus on the structure that interview processes take, their 

components including what questions are asked, and who 
is on the panel.  

h. Reflection on how decisions are taken after the interview 
process.  
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i. Focus on the way in which new staff are welcomed into the 
workplace, their induction process, support, 
encouragement, and opportunities they are given. 

j. Assurance that all members of the recruitment panel are 
trained on recruitment and selection with a key focus on 
equality and diversity as part of this training. 

 

 
 

WRES Indicator 2.  
Relative likelihood of 
staff being appointed 
from shortlisting across 
all posts 
 

1. Develop internal accreditations for managers to be 
selection/interview panel members.  This accreditation will 
include training on the Equality Act 2010, and its relevance to 
fair recruitment and selection management and 
implementation.  The intention is that organisations will set 
future targets that will ensure that all staff who are responsible 
for taking part in recruitment panels will be appropriately 
trained, and have the local accreditation to do so. 

 

2. It is proposed that Trusts promote and articulate their desire to 
have fully diverse boards when recruiting to director vacancies, 
and clearly include this requirement when commissioning 
recruitment consultancies, and also include such statements in 
the text of any adverts.   
 

3. Set stretch targets for the percentage of BME staff in the 
workforce, and until such time the target is reached, BME 
applicants who meet the minimum standard for shortlisting are 
to be guaranteed an interview.  This action is lawful under the 
Equality Act 2010, and would encourage people from BME 
backgrounds to help them overcome disadvantages in 
competing with other applicants.  The 2015 WRES data report 
that, for 8 of the ambulance sector Trusts, clear evidence 
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indicates a consistent level of disadvantage in the conversion 
rate of BME shortlisted applicants into firm job offers. 

 

4. Revise recruitment packs to include a document so that post 
interview the Chair of the panel sets out the reason why any 
BME shortlisted candidate has not been selected for 
appointment.  The data gathered from interview panel 
outcomes are to be reported to the Board each quarter.  It may 
be necessary to implement directorate or corporate positive 
action programmes in line with current legislation if recruitment 
performance does not improve such that the workforce does 
not steadily move towards being representative of the local 
population.  

 

5. Trust boards to receive quarterly updates on workforce race 
equality as per the WRES data and its associated annual 
reporting template. 

 

6. Trusts to sponsor recruitment fairs targeting BME communities 
in order to increase the potential of the sector’s workforce 
demographic being more reflective of the communities it 
serves. 
 

7. Draw upon expertise from BME networks to be included on 
recruitment panels where possible and appropriate. 

 

8. Work with HEI’s and HEE widening participation agenda to 
promote career opportunities within Trusts to a wider diverse 
learner base. (follow or adapt the East Midlands Model)  
http://www.emascareers.com/ 
 

9. Work with relevant universities regarding their recruitment 

http://www.emascareers.com/
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practices to increase the likelihood that the intakes on 
paramedic courses are more racially diverse 
 

 

WRES Indictor 3. 
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. 

1. Undertake a review of formal casework by area to ascertain 
any potential reasons greater likelihood of BAME staff entering 
formal process 

 

2. Improve demographic monitoring of casework will be delivered 
through the development of a SharePoint ER case 
management system.   

 

3. Unconscious bias training for managers  
 

4. Training for managers in managing disciplinary 
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WRES Indicator 4. 
Relative likelihood of 
staff accessing non-
mandatory training and 
CPD. 

1. Improve recording of non-mandatory training  
 

2. Provide bespoke opportunities for BAME staff to access non-
mandatory training and leadership development as set out in 
the leadership strategy. 
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WRES Indicator 5. 
 
KF 25. Percentage of 
staff experiencing 
harassment, bullying or 
abuse from patients, 
relatives or the public in 
last 12 months. 

1. Via B&H Campaign Chief Executives and Trust Boards to re-
affirm zero tolerance of abuse, bullying and harassment from 
patients, relatives and the public  as set out in Leadership 
charter 
 

2. Deliver comprehensive B&H campaign and awareness 
raising/training 

 

3. Ensure prosecutions are pursued wherever possible for acts of 
violence against staff 
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4. Deliver revised conflict resolution training 
 

5. Deliver NHS protect Action Plan 
 
 

 

WRES Indicator 6. 
KF 26. Percentage of 
staff experiencing 
harassment, bullying or 
abuse from staff in last 
12 months. 

1. Deliver comprehensive B&H campaign and awareness 
raising/training linked to Trust Values and Leadership Charter 
 

2. Review existing policies and procedures on bullying and 
harassment.   
 

3. Increase focus on informal conflict resolution 

 
4. Improve monitoring and reporting of incidents of bullying and 

harassment via share point ER database so that patterns and 
trends can be identified and reported 
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WRES Indicator 7. 
KF 21. Percentage 
believing that trust 
provides equal 
opportunities for career 
progression or 
promotion. 

1. Implement revised approaches to talent management and 
succession planning within the Leadership strategy 
 

2. Provide a more open and transparent approach to all 
development opportunities 

 

3. Launch new appraisal process with a focus on personal 
development and talent management with a quality dip sample 
process to ensure that appraisals are meaningful for staff.  

 

4. Deliver career development framework to enable managers to 
support their staff to access development opportunities both 
internal and external to the Trust. 
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WRES Indicator 8. 
Q17. In the last 12 

1. The Trust will deep dive this indicator to understand what the Director of P&C 
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months have you 
personally experienced 
discrimination at work 
from any of the 
following? 
 
b) Manager/team leader 
or other colleagues 

basis of discrimination is in order to take appropriate action 
and feed into the anti-bullying campaign.  

 
2. Implement the Leadership Charter and Leadership Strategy  

 
3. Deliver Unconscious bias and Cultural Awareness training 

 
4. Develop BAME staff group as per employee engagement 

strategy 
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WRES Indicator 9. 
Percentage difference 
between the 
organisations’ Board 
voting membership and 
its overall workforce. 

1. Develop and implement succession planning and leadership 
development approaches with a specific focus on BAME staff 
with a positive action approach to develop internal talent for 
future senior roles. 
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