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	Executive Summary 

	This report shares the nine Workforce Race Equality Standard (WRES) indicators for 2022/23, which the Trust is required to report on annually under the NHS Standard Contract.
The Trust has improved its performance against five of the nine WRES indicators.
Indicators 1-4 and Indicator 9 are taken from 2022/23 Trust workforce data. They show:
· WRES 1: 14.3% of our staff are from ethnic minority groups (BME is the language used nationally in the WRES).
· WRES 2: white applicants are 1.53 times as likely to be appointed from shortlisting compared to applicants from ethnic minority groups.
· WRES 3: staff from ethnic minority groups are 1.74 times as likely to enter formal disciplinary proceedings than white staff.
· WRES 4: white staff are 2.07 times as likely to access non-mandatory training and continuing professional development (CPD) compared to staff from ethnic minority groups.
· WRES 9: in total, 35.3% of the Trust's Board members are from ethnic minority groups. 42.9% of voting members are from ethnic minority groups, and 27.3% of Execs are from ethnic minority groups. 
Indicators 5-8 are taken from the Trust's 2022 NHS Staff Survey report. They show:
· WRES 5: 32.6% of staff from ethnic minority groups experienced harassment, bullying or abuse from patients, relatives or the public in the last 12 months, compared to 27.2% of white staff.
· WRES 6: 23.2% of staff from ethnic minority groups experienced harassment, bullying or abuse from staff in the last 12 months, compared to 17.0% of white staff.
· WRES 7: 45.9% of staff from ethnic minority groups believe that the Trust provides equal opportunities for career progression or promotion, compared to 62.5% of white staff.
· WRES 8: 18.7% of staff from ethnic minority groups experienced discrimination from their manager/team leader or other colleagues in the last 12 months, compared to 6.0% of white staff.
This report also shares actions taken and actions planned to improve race equality at the Trust.

	Action Requested 

	Review the data and the actions taken, and approve the actions planned.

	Next Steps 

	
Publication on the Trust's external website by 31st October 2023.

Commence approved actions and provide updates on progress.



Introduction/background
The Workforce Race Equality Standard (WRES) was introduced in 2015 to help NHS organisations, and other organisations providing NHS services, improve their workforce race equality performance.
As an NHS Trust, we review the nine statutory WRES indicators on an annual basis. The actions planned as a result are designed to help us close the gaps in workplace experience between our white staff and our staff from ethnic minority groups, and improve global majority representation at Board level.
The actions planned are part of the Trust's Equality, Diversity and Inclusion Plan 2023-25. The plan sets out the Trust's vision, objectives and actions to tackle inequalities and improve human rights across our workplaces and services. 
Considerations/argument
2021/22 to 2022/23 data comparison
The table below shows the Trust's 2022/23 performance against each of the nine WRES indicators, compared to 2021/22 data at national, regional and Trust level.
Green or red in the right-hand column indicates the Trust's direction since 2021/22. The Trust has improved its performance against five of the nine WRES indicators.

	Indicator 
	National average 2021/22
	South East 2021/22
	SPFT 2021/22
	SPFT 2022/23 

	1. Percentage of staff from ethnic minority groups.
	24.2
	24.3
	12.96
	14.3

	2. Relative likelihood of white applicants being appointed from shortlisting compared to applicants from ethnic minority groups.
	1.54
	1.30
	3.38
	1.53

	3. Relative likelihood of staff from ethnic minority groups entering the formal disciplinary process compared to white staff.
	1.14
	1.15
	1.66
	1.74

	4. Relative likelihood of white staff accessing non-mandatory training and CPD compared to staff from ethnic minority groups.
	1.12
	0.94
	1.58
	2.07

	5. Percentage of staff from ethnic minority groups experiencing harassment, bullying or abuse from patients, relatives, or the public in the last 12 months.
	29.2
	28.7
	34.6
	32.6

	6. Percentage of staff from ethnic minority groups experiencing harassment bullying or abuse from staff in the last 12 months.
	27.6
	24.8
	21.0
	23.2

	7. Percentage of staff from ethnic minority groups believing the Trust provides equal opportunities for career progression or promotion.
	44.4
	47.9
	39.4
	45.9

	8. Percentage of staff from ethnic minority groups experiencing discrimination at work from manager/team leader/other colleagues in the last 12 months.
	17.0
	15.0
	16.1
	18.7

	9. Percentage difference in global majority representation between the Trust's Board membership and its overall workforce.
	-11.0
	-9.4
	+4.69
	+21.0



Action taken
The Trust's 2021/22 WRES action plan set out focused actions against WRES indicators 2, 5, 7 and 8, tackling disparity in appointment from shortlisting, harassment, bullying, abuse and discrimination in the workplace, and equal opportunities for career development. Actions included:

· Revision of the Trust's Recruitment and Selection Policy to encourage a diverse range of applicants and remove potential barriers for applicants from marginalised groups. The new policy was ratified in March 2023.
· Introduction of Trust-wide values-based interview techniques, including a set of equality, diversity and inclusion (EDI) questions for panels to use as of September 2022, included as Appendix 6 of the new Recruitment and Selection Policy.
· Development of anti-harassment/bullying/abuse campaign materials, including public-facing posters and a victim support pack, through the Trust's Reducing Racism in Services Group and in conjunction with the Violence Prevention and Reduction Lead and Sussex Police colleagues.
· Recruitment of a Night Staff Project Manager - funding awarded in November 2022 - to scope interventions to include night staff.
· Provision of tailored career support to specialty and specialist grade (SAS) doctors - a high number of whom are from ethnic minority groups - via an SAS Advocate and the medical leadership and medical education teams. SAS Development Days have restarted as of November 2022.
· [bookmark: _GoBack]Promotion of speaking up across the Trust via the Freedom to Speak Up (FTSU) Guardian and their network of FTSU Champions from March 2022 onwards, with a focus on bank staff, night staff, internationally-educated staff, and other groups facing barriers to speaking up.
Implications 
The actions planned are part of the Trust's Equality, Diversity and Inclusion Plan 2023-25. The table below sets out each action alongside its responsible lead and the WRES indicators it is designed to impact.

	Action
	Responsible lead
	Target WRES indicators

	
	
	1
	2
	3
	4
	5
	6
	7
	8
	9

	1. Development of specific and measurable EDI objectives by all Trust Board members, to be reviewed annually.
	Workforce EDI Lead, EDI Lead for Service Users and Carers
	X
	X
	X
	X
	X
	X
	X
	X
	X

	2. Procurement and launch of reverse mentoring platform for all staff, to expand development opportunities for staff from ethnic minority groups.
	 Workforce EDI Lead
	
	
	
	X
	
	X
	X
	X
	X

	3. Launch of EDI Champions Network, to support race equality work across the Trust.
	Workforce EDI Project Manager
	X
	X
	X
	X
	X
	X
	X
	X
	X

	4. Launch of Skill Boosters suite of EDI e-learning courses, to improve staff knowledge on race equality issues such as bias and micro-behaviours.
	Workforce EDI Lead
	X
	X
	X
	X
	
	X
	X
	X
	

	5. Introduction of enhanced Staff Network Framework to improve the efficacy and reach of the Ethnic Minority Staff Network and other network groups.
	Workforce EDI Project Manager
	
	
	
	X
	
	X
	X
	X
	

	6. Revision of the Equality, Diversity, Inclusion and Human Rights Policy and introduction of an Anti-Racism Policy to provide clear guidance to staff on reporting, responding to and reducing racism.
	Workforce EDI Lead
	
	X
	X
	
	X
	X
	X
	X
	

	7. Dissemination of revised Recruitment and Selection Policy and launch of Inclusive Recruitment training for recruiting managers, to improve race equality in recruitment processes.
	Inclusive Recruitment Advisor
	X
	X
	
	
	
	
	X
	X
	X


Conclusion
The Trust is dedicated to becoming an inclusive employer of choice for candidates from ethnic minority groups, and to improving the workplace experiences of its ethnically diverse staff.
The actions planned, outlined in section 3, are part of the Trust's overarching Equality, Diversity and Inclusion Plan 2023-25 and will improve the Trust's performance against the nine statutory WRES indicators.
Annexes
N/A
Report writing guidance available here
Report writing guidance available here
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