WRES & WDES Action Plan
In April 2015 the Workforce Race Equality Standard (WRES) was mandated as part of the standard contract, requiring NHS organisations to publish their data against the 9 metrics, alongside and action plan to be implemented and delivery monitored via organisations committee structure. 
The Workforce Disability Equality Standard (WDES) was launched in 2019 and aims to improve the workplace and career experiences of disabled colleagues in the NHS. NHS organisations are required to publish their WDES data, as well as an appropriate action plan.
ICB’s are currently not required to submit their data to NHS England but it has been agreed that we will continue to comply with the previous standards and publish our data and relevant action plans. 
Due to the number of actions that have a positive impact upon both the WRES and WDES indicators we have chosen to combine the action plan and map the WRES and WDES indicators to the actions.
WRES Indicators:
	Indicator
	Description

	1
	[bookmark: _Toc159853956][bookmark: _Toc159929180]Percentage and number of staff in NHS trusts by ethnicity

	2
	[bookmark: _Toc159853964][bookmark: _Toc159929188]The relative likelihood of white applicants being appointed from shortlisting compared to BME applicants

	3
	[bookmark: _Toc159853966][bookmark: _Toc159929190]The relative likelihood of BME staff entering the formal disciplinary process compared to white staff

	4
	[bookmark: _Toc159853968][bookmark: _Toc159929192]The relative likelihood of white staff accessing non–mandatory training and CPD compared to BME staff

	5
	[bookmark: _Toc159853970][bookmark: _Toc159929194]Percentage of staff experiencing harassment, bullying or abuse from patients, relatives or the public in last 12 months

	6
	[bookmark: _Toc159853974][bookmark: _Toc159929198]Percentage of staff experiencing harassment, bullying or abuse from staff in last 12 months

	7
	[bookmark: _Toc159853978][bookmark: _Toc159929202]Percentage of staff believing that their trust provides equal opportunities for career progression or promotion

	8
	[bookmark: _Toc159853982][bookmark: _Toc159929206]Percentage of staff experiencing discrimination at work from other staff in the last 12 months

	9
	[bookmark: _Toc159853986][bookmark: _Toc159929210]The representation of BME people among board members



WDES Indicators:
	Indicator
	Description

	1
	Percentage and number of staff in NHS trusts by disability declaration

	2
	The relative likelihood of disabled applicants being appointed from shortlisting compared to non disabled applicants

	3
	Relative likelihood of Disabled staff compared to non-disabled staff entering the formal capability process on the grounds of performance, as measured by entry into the formal capability procedure

	4
	Percentage of Disabled staff compared to non-disabled staff experiencing harassment, bullying or abuse from 
a) patients/service users, 
b) managers, 
c) other staff,
d)  percentage of Disabled staff compared to non-disabled staff saying that the last time they experienced harassment, bullying or abuse at work, they or a colleague reported it.

	5
	Percentage of Disabled staff compared to non-disabled staff believing that the Trust provides equal opportunities for career progression or promotion

	6
	Percentage of Disabled staff compared to non-disabled staff saying that they have felt pressure from their manager to come to work, despite not feeling well enough to perform their duties

	7
	Percentage of Disabled staff compared to non-disabled staff saying that they are satisfied with the extent to which their organisation values their work

	8
	Percentage of Disabled staff saying that their employer has made reasonable adjustment(s) to enable them to carry out their work

	9a
	The staff engagement score for Disabled staff, compared to non-disabled staff
(Relates to the staff engagement theme of the NHS Staff Survey, made up from Q2a, Q2b, Q2c, Q3c, Q3d, Q3f, Q23a, Q23c and Q23d in the NHS Staff Survey

	9b
	Has your Trust taken action to facilitate the voices of Disabled staff in your organisation to be heard (Yes or No)?

	10
	Percentage difference between the organisation’s board voting membership and its organisation’s overall workforce, disaggregated:
· by voting and non-voting membership of the board
· by executive and non-exec membership of the board.



WDES & WRES Action Plan
	Action
	WDES/WRES
Indicator No
	Agreed actions
	Timelines
	How will these be sustained?

	1
	WDES

1, 2, 10,


	Development of the Workforce Metrics dashboard to reporting on key workforce metrics relating to EDI. To include:
· Disability and race representation across all grades
· Recruitment data to include number of applicants with a LTC or Disability and the likelihood of shortlisting
	Workforce Dashboard is in refinement through the HR Steering Group and HR & Remuneration Committee.
Workforce Metrics Dashboard to be agreed at January 2025 Remuneration Committee
	Dashboard will be reviewed on a monthly basis at HR Steering Group and quarterly at HR & Remuneration Committee.

	
	WRES

1, 9
	
	
	

	2
	WDES
 2, 5


	Establish a recruitment and selection review in order to assess current process and implement improved recruitment standards to include but not limited to:
· Values based recruitment
· Establish shortlisting & Interview panel criteria
· Implement recruitment & selection training for applicants & assessors
	Review to being in in Q1 2025/26 with implementation by end of 2025/26 financial year. 



	New Recruitment and selection process will be embedded through ongoing training, exec sponsorship and quality audits.

	
	WRES

2,7
	
	
	

	3
	WDES

3

	Scope the possibility of implementing an independent employee relations panel to review anonymised case work in order to establish opportunities for shared learning and ensure continuous improvement.
	Scope to be presented to HR Steering Group and HR & Remunerations Committee in Q1 of 2025/26 with a view to implementation in Q2

KPIs include: - 
Lessons learned;
 Recommendations, including changes to policy and procedure.
	Suggested areas of improvement and learnings points to be presented to HR Steering Group and HR & Remuneration Committee on a quarterly basis. 

	
	WRES

3
	
	
	

	4
	WDES

4, 6



	Scope the opportunity to implement an employee code of conduct which sets out the standards of behaviour expected from all employees across the organisation to be linked with appropriate ICB policies

Equality of Opportunity and the prevention of bullying and harassment is central to the code of conduct
	Scope of code of conduct to be reviewed and presented in Q4 2024/25 HR & Remuneration Committee and HR Steering Group with view to implementation in Q1 2025/26 

KPIs include: - Increased staff survey responses relating to staff engagement
Reduction in the number of cases linked to dignity and respect
Improved staff survey scores relating to violence, bullying and harassment from colleagues and managers.
	Code of conduct will align with existing ICB policies.

Where the code is ‘breached’ action will be managed in accordance with appropriate policies. 

	
	WRES

5,6,8
	
	
	

	5
	WDES

1,10


	Extend the ICB’s Gender Pay Gap reporting to include disability and ethnicity.


	Ethnicity Pay Gap information has been implemented from 2024/25 and will be published on the ICB’s website along side Gender Pay Gap requirements.

Disability Pay Gap information to be completed and presented to HR Steering Group and HR & Remuneration Committee post the conclusion of the first employee data campaign in Q4 2024/25
	Targeted interventions will be identified as part of the gender pay gap action plan.

	
	WRES

1,9
	
	
	

	6
	WDES
All

	Continue to scope the development of the reciprocal mentoring scheme across the ICB with the view to implement to during 2025


	
	Once established the reciprocal mentoring scheme will be run bu-annually

	
	WRES
All
	
	
	

	7
	WDES

1,10

	Host a range of campaigns aimed at updating personal details on ESR, to ensure the ICB’s workforce profile is as accurate as it can be and reflects the true picture of our workforce. 
	Awareness campaigns to commence in January 2025, with further sessions to be developed on a quarterly basis.

The aim of this action is to reduce the number of non-disclosure of disability and ethnicity status.
	There will be an ongoing requirement for personal data campaigns

	
	WRES

1,9
	
	
	

	8
	WDES

4

	Continue to develop and promote awareness of our zero tolerance approach to bullying and harassment.
	Campaigns take place on a regular basis to link in with national events 

KPIs include: - 
Reduction in the number of cases linked to dignity and respect
Improved staff survey scores relating to violence, bullying and harassment from patients, colleagues and managers.
	There will be an ongoing requirement to promote via staff briefing and other specific campaigns

	
	WRES

5,6,8
	
	
	




