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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: Commissioning Organisation - NHS East Lancashire Clinical Commissioning Group (CCG)
	P1 text 3: Angela Brown - Director of Corporate Business
	P1 text 4: Ryan Catlow - Compliance and Resilience Manager (ryan.catlow@eastlancsccg.nhs.uk) & Granville Thelwell Equality and Inclusion Business Partner (g.thelwell@nhs.net)
	P1 text 5: NHS East Lancashire CCG is the Commissioner
	P1 text 6: 
	P1 text 7:  http://www.eastlancsccg.nhs.uk/about-us/equality-diversity/workplace-race-equality-standard-wres/
	P1 text 8: Angela Brown, (                  ) 2016
	P1 text 2: All data is taken from internal staff survey information and ESR (electronic staff record) declared data, by Human Resources at M&LCSU (Midlands and Lancashire Commissioning Support Unit). Next available data September 2016.  As a CCGs we are not mandated to complete the National Staff Survey Annual Survey. We do however produce an annual staff survey which to date has delivered nil returns in realtion to complaints. We monitor very closely comments  and complaints and give due regard to the public general equality duty in relation to race equality, workforce and recruitment. This years internal survey results will be included in the Equality and Inclusion Annual report highlighting any disparities or issues.
	P1 text 10: 88 employed staff WTE
	P1 text 9: Comparing to last years data there are no significant variations. 
	P1 text 11: 5.44% 
	P1 text 16: Staff in Post 01/07/2016
	P1 text 12: 63.52% an increase on last years figure of 61.11%
	P1 text 13: The CCG is not mandated to complete the National Staff Survey We do however produce an annual survey which to date has delivered a nil return. We monitor very closely comments  and complaints and are looking how to best capture race equality data within our internal staff survey.
	P1 text 14: CCG will endeavour to gather consistent staff data plus a data cleanse of current information in order to encourage staff to self report their demographic  profiles on to the ESR system. (Next available data September 2016) 
	Text Field 4: 5.44%
	Text Field 5: 5.66%
	Text Field 10: CCGs are not mandated to complete the National Staff Survey Annual Survey. We do however produce an annual survey which to date has delivered no concerns We monitor very closely comments  and complaints and give due regard to the public general equality duty in relation to workforce and recruitment.


	Text Field 11: 1. Continue to improve data capture
2. Look at how we can disaggregate data to capture ethnicity within internal staff surveys


	Text Field 6: Disaggregated data not currently available
	Text Field 7: No baseline data available
	Text Field 13: CCGs are not mandated to complete the National Staff Survey Annual Survey. We do however produce an annual survey which to date has delivered no concerns We monitor very closely comments  and complaints and give due regard to the public general equality duty in relation to workforce and recruitment.
	Text Field 12: 1. Continue to improve data capture
2. Look at how we can disaggregate data to capture ethnicity within internal staff surveys
	Text Field 8: Disaggregated data not currently available
	Text Field 9: No baseline data available
	Text Field 14: CCGs are not mandated to complete the National Staff Survey Annual Survey. We do however produce an annual survey which to date has delivered no concerns We monitor very closely comments  and complaints and give due regard to the public general equality duty in relation to workforce and recruitment.
	Text Field 15: 1. Continue to improve data capture
2. Look at how we can disaggregate data to capture ethnicity within internal staff surveys
	Text Field 16: Disaggregated data not currently available
	Text Field 20: No baseline data available
	Text Field 28: CCGs are not mandated to complete the National Staff Survey Annual Survey. We do however produce an annual survey which to date has delivered no concerns We monitor very closely comments  and complaints and give due regard to the public general equality duty in relation to workforce and recruitment.
	Text Field 29: 1. Continue to improve data capture
2. Look at how we can disaggregate data to capture ethnicity within internal staff surveys
	Text Field 24: 
	Text Field 40: 
	Text Field 42: 
	Text Field 41: 
	Text Field 26: CCGs are not mandated to complete the National Staff Survey Annual Survey. We do however produce an annual survey which to date has delivered a nil return. We monitor very closely comments  and complaints 
	Text Field 27: 1. Continue to improve data capture
2. Look at how we can best disaggregate data to capture ethnicity within internal staff surveys
	Text Field 44: 
	Text Field 43: 
	Text Field 46: 
	Text Field 45: 
	Text Field 30: CCGs are not mandated to complete the National Staff Survey Annual Survey. We do however produce an annual survey which to date has delivered a nil return. We monitor very closely comments  and complaints 
	Text Field 32: 1. Continue to improve data capture
2. Look at how we can best disaggregate data to capture ethnicity within internal staff surveys
	Text Field 48: 
	Text Field 47: 
	Text Field 50: 
	Text Field 49: 
	Text Field 31: CCGs are not mandated to complete the National Staff Survey Annual Survey. We do however produce an annual survey which to date has delivered a nil return. We monitor very closely comments  and complaints 
	Text Field 33: 1. Continue to improve data capture
2. Look at how we can best disaggregate data to capture ethnicity within internal staff surveys
	Text Field 52: 
	Text Field 51: 
	Text Field 54: 
	Text Field 53: 
	Text Field 38: CCGs are not mandated to complete the National Staff Survey Annual Survey. We do however produce an annual survey which to date has delivered a nil return. We monitor very closely comments  and complaints 
	Text Field 39: 1. Continue to improve data capture
2. Look at how we can best disaggregate data to capture ethnicity within internal staff surveys 
	Text Field 19: + 0.44%
	Text Field 23: No baseline data avaialble
	Text Field 34: Board 5.88%  - Employees 5.44%, =  + 0.44% so board composition is slightly higher than the size of employee composition this figure is not disaggregated by voting and non-voting members
	Text Field 35: The CCG will look at how best to disaggregate and capture this data by race. 
	P1 text 19: The CCGs Annual Equality and Inclusion Report show the results of staff survey and workforce data for internal analyses (September 2016) . The report will indicate what steps the CCGs are taking to improve their performance against the WRES indicators. 
	P1 text 15: In Feb 2016 Naz Zaman joined the CCG as a Lay Member and champion for Equality and Inclusion. Naz has several roles within the CCG including chair of the Primary Care Committee  along with  ensuring effective engagement and involvement of local people from protected groups to improve health outcomes and eliminate health inequalities.

Naz is also a Director of the patient and public involvement watchdog Health Watch Lancashire, whose role is to be the independent voice for patients and the public.

A keen volunteer, Naz has worked in the voluntary sector for over 13 years both in paid and unpaid roles, and she was successfully appointed to the role of Chief Officer at the Lancashire BME network following a period of time as a volunteer Trustee on the Board.  In addition to her voluntary work, Naz is a Magistrate and an approved foster carer,  both of which have been personal goals for her.

Pennine Lancs 

17th May East Lancashire and Blackburn with Darwen CCG's met to discuss the possibility of  a joint approach to WRES. It was agreed that for this year the CCGs would be complete separate WRES reports

Providers - 

East Lancashire Hospital Trust  (ELHT) 
Performance results highlighted within the WRES Data Analysis 2015 report produced unfavourable results for BME staff with regards to the 4 National Staff Survey findings (WRES Indicators 5,6,7,8),
The Quality and Performance Manager from East Lancashire CCGs was made aware of this issue and picked this up with the provider on behalf CCG at their next Quality Review Meeting with ELHT in July. The Trust has an action plan and are progressing actions to improve their position. The Trusts lead on this work is going to attend the Quality Review Meeting on 3rd August 2016, 10am at Walshaw House to present to the group

BMI Healthcare WRES Report and Action Plan 
BMI Healthcare submitted its WRES Report and Action Plan. The CCGs Equality and Inclusion Business Partner reviewed the documents and provided feedback which was presented to the provider through the Quality and Performance Team.   
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