
Date of report: month/year 

Template for completion 

Name of provider organisation 

Name and title of Board lead for the Workforce Race Equality Standard 

Name and contact details of lead manager compiling this report 

Names of commissioners this report has been sent to 

Name and contact details of co-ordinating commissioner this report has been sent to 

Unique URL link on which this report will be found (to be added after submission) 

This report has been signed off by on behalf of the Board on (insert name and date) 

Publications Gateway Reference Number: 03496

Workforce Race Equality Standard
REPORTING TEMPLATE 



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
For ease of analysis, as a guide we suggest a maximum of 150 words per indicator.

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, the Standard compares 
the metrics for White and BME 
staff.

1 Percentage of BME staff in Bands 
8-9, VSM (including executive Board 
members and senior medical staff) 
compared with the percentage of BME 
staff in the overall workforce

2 Relative likelihood of BME staff being 
appointed from shortlisting compared 
to that of White staff being appointed 
from shortlisting across all posts.

3 Relative likelihood of BME staff 
entering the formal disciplinary 
process, compared to that of White 
staff entering the formal disciplinary 
process, as measured by entry into a 
formal disciplinary investigation* 
*Note: 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 BME staff 
accessing non-mandatory training and 
CPD as compared to White staff



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

For each of these four staff survey 
indicators, the Standard compares 
the metrics for each survey 
question response for White and 
BME staff.

5 KF 18. Percentage of staff 
experiencing harassment, bullying or 
abuse from patients, relatives or the 
public in last 12 months 

White  

BME 

White  

BME 

6 KF 19. Percentage of staff experiencing 
harassment, bullying or abuse from 
staff in last 12 months 

White  

BME 

White  

BME 

7 KF 27. Percentage believing that trust 
provides equal opportunities for career 
progression or promotion 

White  

BME 

White  

BME 

8 Q23. 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 

Does the Board meet the 
requirement on Board 
membership in 9?

9 Boards are expected to be broadly 
representative of the population they 
serve

Note 1.  All provider organisations to whom the NHS Standard Contract applies are required to conduct staff surveys though those surveys for organisations that are not NHS Trusts may not follow the format of 
the NHS Staff Survey 

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



Report on the WRES indicators, continued 

7. If the organisation has a more detailed Plan agreed by its Board for addressing these and related issues you 
are asked to attach it or provide a link to it. Such a plan would normally elaborate on the steps summarised in 
section 5 above setting out the next steps with milestones for expected progress against the metrics. It may also 
identify the links with other work streams agreed at Board level such as EDS2.

6. Are there any other factors or data which should be taken into consideration in assessing progress?  Please 
bear in mind any such information, action taken and planned may be subject to scrutiny by the Co-ordinating 
Commissioner or by regulators when inspecting against the “well led domain.”

Produced by NHS England, May 2015


	Month3: [June]
	Year3: [2015]
	P1 text 1: King's College Hospital NHS Foundation Trust
	P1 text 3: Angela Huxham, Executive Director Workforce Development
	P1 text 4: Mark Preston, Associate Director: HR (markpreston1@nhs.net / 0203 299 4848)
	P1 text 5: -
	P1 text 6: -
	P1 text 7: -
	P1 text 8: Angela Huxham (30th June 2015)
	P1 text 2: The data is a complete record of the information required.
	P1 text 10: 11,600
	P1 text 9: None.
	P1 text 11: 43%
	P1 text 16: 1st April 2014 - 31st March 2015
	P1 text 12: All staff self-report ethnicity via their applications on NHS Jobs or on their 'new starter' form when they commence at the Trust
	P1 text 13: N/A
	P1 text 14: There are plans to undertake a census but there are no agreed dates for this as yet.
	Text Field 4: 34.6%

	Text Field 5: 42%
	Text Field 10: The overall proportion of BME staff in senior positions in the Trust has reduced proportionally in 2014/15, following the acquisition of sites and services from the dissolved South London Healthcare Trust, and King's providing services from additional sites.


	Text Field 11: The Trust Equality objectives (set using EDS2), include the following:

"Continue to use informatics to support the development of positive recruitment procedures in line with protected characteristics"
	Text Field 6: 37%
	Text Field 7: 41%
	Text Field 13: As above.
	Text Field 12: As above.
	Text Field 8: 2014/15

95 Formal Cases

61% BME
34% White
4% 'Unknown'
	Text Field 9: 2013/14

83 Formal Cases

66% BME
27% White
3.6% 'Unknown' 
	Text Field 14: The Trust are running a course for line managers on 'Unconscious Bias', to consider how they manage individuals within their teams, and how this effects staff with protected characteristics.

These courses are due to commence in September 2015.
	Text Field 15: The Trust Equality objectives (set using EDS2), include the following:

"On an annual basis, produce and publish data on the Trust website that ensures Trust compliance with Public Sector Equality Duties"

This ensures transparency and a commitment to positive management of all issues related to staff with protected characteristics.
	Text Field 16: 2014/15 Staff Accessing Training:

55% White
42% BME
	Text Field 20: 
	Text Field 28: The proportion of staff accessing training by ethnicity in 2014/15 is almost identical to the overall Trust population.
	Text Field 29: 
	Text Field 24: 39%
	Text Field 40: 29%
	Text Field 42: 38%
	Text Field 41: 32%
	Text Field 26: In this Key Finding, it was more likely that White staff at the Trust experienced harassment, bullying or abuse from patients, relatives or the public.

	Text Field 27: The Trust Equality objectives (set using EDS2), include the following:

"Continue to monitor and review outcomes of the annual National Staff Survey and quarterly Staff FFT to identify key staffing issues (ie access to training, bullying and harassment, etc), along with other local informatics (eg ER statistics), which are specifically related to staff with protected characteristics. Develop and implement action plans to tackle issues where identified".


	Text Field 44: 25%
	Text Field 43: 28%
	Text Field 46: 25%
	Text Field 45: 30%
	Text Field 30: In this Key Finding, both White and BME staff were almost equally likely to have experienced harassment, bullying or abuse from other staff. 
	Text Field 32: The Trust Equality objectives (set using EDS2), include the following:

"Continue to monitor and review outcomes of the annual National Staff Survey and quarterly Staff FFT to identify key staffing issues (ie access to training, bullying and harassment, etc), along with other local informatics (eg ER statistics), which are specifically related to staff with protected characteristics. Develop and implement action plans to tackle issues where identified".
	Text Field 48: 88%
	Text Field 47: 69%
	Text Field 50: 88%
	Text Field 49: 78%
	Text Field 31: The Trust promotes fair and equitable opportunities to all staff for career opportunities, training, etc and we will continue to do so.
	Text Field 33: The Trust Equality objectives (set using EDS2), include the following:

"Continue to monitor and review outcomes of the annual National Staff Survey and quarterly Staff FFT to identify key staffing issues (ie access to training, bullying and harassment, etc), along with other local informatics (eg ER statistics), which are specifically related to staff with protected characteristics. Develop and implement action plans to tackle issues where identified".
	Text Field 52: 
	Text Field 51: 
	Text Field 54: 
	Text Field 53: 
	Text Field 38: In 2014/15, 12% of staff were reported that they had been discriminated by their manager or other colleagues because of their ethnic background 
	Text Field 39: The Trust Equality objectives (set using EDS2), include the following:

"Continue to monitor and review outcomes of the annual National Staff Survey and quarterly Staff FFT to identify key staffing issues (ie access to training, bullying and harassment, etc), along with other local informatics (eg ER statistics), which are specifically related to staff with protected characteristics. Develop and implement action plans to tackle issues where identified".
	Text Field 19: 2014/15  Trust Board Ethnicity:

11 White British
1 White Irish
1 - White (Any other background)
1 - Asian or Asina British

14 - Total
	Text Field 23: 
	Text Field 34: Selection processes for Board level posts involve other Executive and Non-executive Directors, representatives from the Trust's Board of Governors and it is usual for an external independent representative to sit on Board level interview panels.
	Text Field 35: 
	P1 text 19: The Trust EDS2 self / stakeholder assessment can be found at:

www.kch.nhs.uk/about/corporate/equality-and-diversity   
	P1 text 15: The Trust continues to take action to promote a positive environment for all staff.

The Trust used the EDS to set previous equality objectives and has recently set new objectives using EDS2. Progress against the objectives are monitored by Board level committees.

The Trust has three Staff-led Equality Forums (LGBt Forum, Cultural Diversity Group and the Disability Inclusion Network), which meet regularly and who host an annual Equality Day event, amongst other activities they undertake. 


