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Report on the WRES indicators 

1. Background narrative

2. Total numbers of staff

a. Any issues of completeness of data

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

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

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



Report on the WRES indicators, continued 

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

3. Self reporting
a. The proportion of total staff who have self–reported their ethnicity

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

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



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 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

For each of these four workforce 
indicators, compare the data for 
White and BME staff

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. Organisations should 
undertake this calculation separately 
for non-clinical and for clinical staff.

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

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.

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



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

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.

5 KF 25. Percentage of staff 
experiencing harassment, bullying or 
abuse from patients, relatives or the 
public in last 12 months.  

White  

BME 

White  

BME 

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

White  

BME 

White  

BME 

7 KF 21. Percentage believing that trust 
provides equal opportunities for career 
progression or promotion.

White  

BME 

White  

BME 

8 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

White  

BME 

White  

BME 

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

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

Note 1.  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. 

Note 2.  Please refer to the WRES Technical Guidance for clarification on the precise means for implementing each indicator.



Report on the WRES indicators, continued 

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.

6. Are there any other factors or data which should be taken into consideration in assessing progress?

Produced by NHS England, April 2016
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	P1 text 1: Portsmouth Hospitals NHS Trust
	P1 text 3: Mark Power, Interim Director of Workforce and Organisational Development
	P1 text 4: Ruth Dolby, Organisational Development Practitioner and Lead for Inclusion, Equality and Diversity, ruth.dolby@porthosp.nhs.uk, 02392 286000 extension 5071
	P1 text 5: South Eastern Hampshire/Fareham and Gosport - Hampshire CCG Partnership
	P1 text 6: Neil Carstairs, CommCen Building, Fort Southwick, James Callaghan Drive, Fareham, PO17 6AR, n.carstairs@nhs.net Suzanne van Hoek, CommCen Building, Fort Southwick, James Callaghan Drive, Fareham, PO17 6AR, 02392 282057 
	P1 text 7: https://www.porthosp.nhs.uk/Learning/equality.htm 
	P1 text 8: Mark Power, Interim Director of Workforce and Organisational Development - 21st September 2018
	P1 text 2: None
	P1 text 10: 7,400
	P1 text 9: The 2017 WRES data included the following ethnic groups as BME and not White; White - Any other White background, White Greek, White Italia, White Other Ex-Yugoslav and White Other European. This year the data includes these ethnic groups as White which explains the differences in data for Indicator 1 and 9. For clarification, this report details the 2017 reported data and the recalculated data.
	P1 text 11: 13.6%
	P1 text 16: Staff in post as at 31st March 2018, in line with the Unify Submission
	P1 text 12: 98.8%
	P1 text 13: The personal details form that all new starters complete now includes an explanation of why the Trust collects monitoring information. The Trust hopes this will encourage new starters to provide their personal information including ethnicity.
	P1 text 14: The Trust will be launching a campaign across the organisation to encourage existing members of staff to review and update their employee record to ensure personal information is accurate.
	Text Field 4: Overall BAME Workforce: 13.6%Clinical White: 83.1%BAME: 15.6%Non-Clinical White: 95.8%BAME: 3.6%% of BAME Staff in each group Under Band 1: 7%Band 1: 0%Band 2: 9.7%Band 3: 8.2%Band 4: 2.9%Band 5: 20.4%Band 6: 9.7%Band 7: 4.6%Band 8a: 3.1%Band 8b: 1.7%Band 8c: 2.2%Band 8d: 0%Band 9: 0%VSM: 0%Medical and Dental: 28.1 %
	Text Field 5: Recalculated Data (Correct) Overall BAME Workforce: 12.5%ClinicalWhite: 84%BAME: 14.6%Non-Clinical White: 95.5%BAME: 3.8%Reported Data (Incorrect) Overall BAME Workforce: 21%Clinical White: 60.4%BAME: 19.8%Non-Clinical White: 17.4%BAME: 1.0%
	Text Field 10: There is a 1.1% increase in the BAME workforce since 2017.Due to an error in reporting in 2017, the overall BAME workforce figure was previously reported as 21%. The 21% included the following ethnic groups which are not BAME in accordance with the WRES Technical Guidance; White - Any other White background, White Greek, White Italian, White Other Ex-Yugoslav and White Other European.
	Text Field 11: Action PlannedTake positive action to target and adequately support BAME staff to take up internal and external development opportunities that will support their career progression and for talent management i.e. Beyond Boundaries - BAME Staff Development Programme.Promote coaching and mentoring opportunities to all BAME staff and to support them to feel confident to access these opportunities.Strengthen the Annual Appraisal Audit to include the analysis of Personal Development Plans by ethnicity to highlight any hot spot or themes. Variations will result in further investigation and education.Continue to support the BAME Staff Network in their key priorities that aim to improve the overall work experience of BAME staff.
	Text Field 6: 1.46
	Text Field 7: 1.18
	Text Field 13: This data highlights that White staff are 1.46 times (46%) more likely to be appointed from shortlisting than BAME staff. This has deteriorated from last year where White staff were 1.18 times (18%) more likely to be appointed from shortlisting than BAME staff.
	Text Field 12: Action TakenAdd demographic data collection to exit interview forms and to produce quarterly reports to identify any variations between BAME and white staff. Variations will result in further investigation and education.Action PlannedTake positive action to target and adequately support BAME staff to take up internal and external development opportunities that will support their career progression and for talent management i.e. Beyond Boundaries - BAME Staff Development Programme.Promote coaching and mentoring opportunities to all BAME staff and to support them to feel confident to access these opportunities.Develop and launch an Equality, Diversity and Inclusion toolkit for all employees with line management and supervisory responsibilities.Continue to support the BAME Staff Network in their key priorities that aim to improve the overall work experience of BAME staff.Design and launch Equality, Diversity and Inclusion training for all employees with line management and supervisory responsibilities.
	Text Field 8: 1.60
	Text Field 9: 1.07
	Text Field 14: This data highlights that BAME staff are 1.60 times (60%) more likely to enter the disciplinary process than White staff. This has deteriorated from last year where BAME staff were 1.07 times (7%) more likely to enter the disciplinary process than White staff.
	Text Field 15: Action TakenConduct quarterly reporting of BAME and White staff to identify any inequalities subject to a disciplinary process. Variations will result in further investigation and education.Add demographic data collection to exit interview forms and to produce quarterly reports to identify any variations between BAME and White staff. Variations will result in further investigation and education.Action PlannedImplement recommendations from the external culture bullying and harassment review that are relevant to race equality.Develop and launch an Equality, Diversity and Inclusion toolkit for all employees with line management and supervisory responsibilities.Continue to support the BAME Staff Network in their key priorities that aim to improve the overall work experience of BAME staff.Design and launch Equality, Diversity and Inclusion training for all employees with line management and supervisory responsibilities.Place more emphasis on a more inclusive culture that includes the subtleties of how we treat each other day-to-day and how our behaviours can leave people feeling either included or excluded.
	Text Field 16: 0.94
	Text Field 20: 0.68
	Text Field 28: This data highlights that White staff are 0.94 times (6%) less likely to access non-mandatory training than BAME staff. This is an improvement from last year where White staff were 0.68 (32%) less likely to access non-mandatory training than BAME staff. The 2018 data tells us that White and BAME staff are now accessing non mandatory training and CPD more equally than before.
	Text Field 29: Action TakenAdd demographic data collection to exit interview forms and to produce quarterly reports to identify any variations between BAME and white staff. Variations will result in further investigation and education.Action PlannedTake positive action to target and adequately support BAME staff to take up internal and external development opportunities that will support their career progression and for talent management i.e. Beyond Boundaries - BAME Staff Development Programme.Promote coaching and mentoring opportunities to all BAME staff and to support them to feel confident to access these opportunities.Strengthen the Annual Appraisal Audit to include the analysis of Personal Development Plans by ethnicity to highlight any hot spot or themes. Variations will result in further investigation and education.Develop and launch an Equality, Diversity and Inclusion toolkit for all employees with line management and supervisory responsibilities.Continue to support the BAME Staff Network in their key priorities that aim to improve the overall work experience of BAME staff.Design and launch Equality, Diversity and Inclusion training for all employees with line management and supervisory responsibilities.
	Text Field 24: 29.5%
	Text Field 40: 38.65%
	Text Field 42: 29.39%
	Text Field 41: 33.97%
	Text Field 26: This indicator highlights a 4.68% increase in the number of BAME staff experiencing harassment, bullying or abuse from patients, relatives or the public in last 12 months.The number of White staff experiencing harassment, bullying or abuse from patients, relatives or the public in the last 12 months has not significantly changed.
	Text Field 27: Action TakenThe Equality and Diversity Lead to join the Patient Collaborative Team to work in partnership to use protected characteristic data to identify initiatives to reduce the bullying, harassment and abuse of BAME staff from patients, relatives and the public.Provision of Mental Health Nurses in the Emergency Department and Clinical Psychologists to support staff when dealing with patients with mental health conditions.The Trust has appointed a Lead Nurse role for dementia to improve the quality and quantity of training and development for staff working in areas with dementia patients.Action PlannedImplement recommendations from the external culture bullying and harassment review that are relevant to race equality.Continue to support the BAME Staff Network in their key priorities that aim to improve the overall work experience of BAME staff.Place more emphasis on a more inclusive culture that includes the subtleties of how we treat each other day-to-day and how our behaviours can leave people feeling either included or excluded.The Trust will host a Listening into Action event to address violence against staff by patients, carers and relatives.
	Text Field 44: 24.38%
	Text Field 43: 29.10%
	Text Field 46: 24.09%
	Text Field 45: 23.85%
	Text Field 30: This indicator highlights a 5.25% increase in the number of BAME staff experiencing harassment, bullying or abuse from staff in the last 12 months. The number of White staff experiencing harassment, bullying or abuse from staff in the last 12 months has not significantly changed.
	Text Field 32: Action TakenAdd demographic data collection to exit interview forms and to produce quarterly reports to identify any variations between BAME and white staff. Variations will result in further investigation and education.Respect Me the Prevention of Workplace Bulling and Harassment initiative which includes a toolkit for managers, case studies, confidential reporting email and phone line which is managed by an independent staff side convenerIn July 2018 the Trust launched the new Trust strategy, vision and values that promote working together and respect and dignity.The Trust has a Freedom to Speak Up Guardian and 17 advocates including a BAME representative.Action PlannedImplement recommendations from the external culture bullying and harassment review that are relevant to race equality.Develop and launch an Equality, Diversity and Inclusion toolkit for all employees with line management and supervisory responsibilities.Continue to support the BAME Staff Network in their key priorities that aim to improve the overall work experience of BAME staff.Design and launch Equality, Diversity and Inclusion training for all employees with line management and supervisory responsibilities.Place more emphasis on a more inclusive culture that includes the subtleties of how we treat each other day-to-day and how our behaviours can leave people feeling either included or excluded.
	Text Field 48: 90.50%
	Text Field 47: 73.90%
	Text Field 50: 90.80%
	Text Field 49: 77.61%
	Text Field 31: This indicator highlights a 3.71% decrease in the number of BAME staff that believe the Trust provides equal opportunities for career progression or promotion. This is 16.6% lower than the number of White staff who believe the Trust provides equal opportunities for career progression or promotion.
	Text Field 33: Action TakenAdd demographic data collection to exit interview forms and to produce quarterly reports to identify any variations between BAME and white staff. Variations will result in further investigation and education.Promote and disseminate training and development opportunities from Thames Valley Wessex Leadership Academy.Action PlannedTake positive action to target and adequately support BAME staff to take up internal and external development opportunities that will support their career progression and for talent management i.e. Beyond Boundaries - BAME Staff Development Programme.Promote coaching and mentoring opportunities to all BAME staff and to support them to feel confident to access these opportunities.Strengthen the Annual Appraisal Audit to include the analysis of Personal Development Plans by ethnicity to highlight any hot spot or themes. Variations will result in further investigation and education.Develop and launch an Equality, Diversity and Inclusion toolkit for all employees with line management and supervisory responsibilities.• Continue to support the BAME Staff Network in their key priorities that aim to improve the overall work experience of BAME staff.Design and launch Equality, Diversity and Inclusion training for all employees with line management and supervisory responsibilities.Place more emphasis on a more inclusive culture that includes the subtleties of how we treat each other day-to-day and how our behaviours can leave people feeling either included or excluded.
	Text Field 52: 7.95%
	Text Field 51: 15.48%
	Text Field 54: 5.46%
	Text Field 53: 11.96%
	Text Field 38: This indicator highlights a 3.52% increase in the number of BAME staff personally experiencing discrimination at work from either their manager/team leader or other colleagues. The data tells us that BAME staff are 7.53% more likely to experience discrimination at work from manager/team leader or other colleague than White staff.The number of White staff experiencing personally experiencing discrimination at work from either their manager/team leader or other colleagues has also increased.
	Text Field 39: Action TakenAdd demographic data collection to exit interview forms and to produce quarterly reports to identify any variations between BAME and white staff. Variations will result in further investigation and education.Action PlannedImplement recommendations from the external culture bullying and harassment review that are relevant to race equality.Develop and launch an Equality, Diversity and Inclusion toolkit for all employees with line management and supervisory responsibilities.Continue to support the BAME Staff Network in their key priorities that aim to improve the overall work experience of BAME staff.Design and launch Equality, Diversity and Inclusion training for all employees with line management and supervisory responsibilities.Place more emphasis on a more inclusive culture that includes the subtleties of how we treat each other day-to-day and how our behaviours can leave people feeling either included or excluded.
	Text Field 19: White:14.6%BME:-13.6%
	Text Field 23: Recalculated Data (Correct) White:13.8%BAME:-12.6%Reported Data (Incorrect) White:22.1%BAME:-21%
	Text Field 34: This indicator highlights that there is no BAME representation on the Trust’s voting Board.Due to an error in reporting, this was previously displayed in the 2017 WRES as -21% because the data included the following ethnic groups which are not BAME in accordance with the WRES Technical Guidance: White - Any other White background, White Greek, White Italia, White Other Ex-Yugoslav, White Other European
	Text Field 35: Take positive action to recruit a BAME representation on the Trust Board, Winter 2018.
	P1 text 19: http://www.porthosp.nhs.uk/copy-of-Learning/equality.htm 
	P1 text 15: No
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