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Leeds CCG WRES Report 

 
1. SUMMARY  
 

1.1 The Workforce Race Equality Standard (WRES) is part of the NHS Standard Contract 
and supports NHS organisations to be compliant with the Equality Act 2010 and the 
2017 Regulations. The WRES was launched by NHS England in July 2015. 

1.2 This report outlines the headlines for submission, the comparison and trends over the 
past two years where they are possible and the actions that will be and already are 
embedded into the Equality, Diversity and Inclusion Strategy. The intention is that this 
report is published as evidence. Publication is a key element of compliance with the 
Public Sector Duty of the Equality Act 2010. 

 
2. BACKGROUND  
 
2.1 The Workforce Race Equality Standard is designed to tackle inequality of experience and 

under-representation of BAME staff within NHS organisations. As the standard has been in 
place since 2015 there is national benchmarking data available for some metrics to 
compare our results with organisations of a similar size and service.   
 

2.2 All data submitted for the WRES is drawn from the 2020 NHS Staff Survey which shows a 
comparison of data for the years 2019 and 2020, this data covers indicators 5-8. Indicators 
1-4 and 9 are drawn from data held in ESR or locally held records.  The ESR data is based 
on a total of 377 members of staff as of 31st March 2021. 
 

3. PROPOSAL 
 
3.1 The WRES tests the organization against 9 indicators.  In addition to being compared to 

similar organizations it is encouraged that the CCG benchmark its progress against itself 
measuring year on year progress against the 9 indicators.  The detail of which is as follows: 
 

3.2 Indicator 1 – Percentage of staff in each of the AfC Bands 1-9 OR Medical and Dental 
subgroups and VSM (including executive Board members) compared with the 
percentage of staff in the overall workforce  
 
In 2021 15.11 % of the CCG staff identified as being from a BAME background, this is a 
decrease on the 15.94% reported in 2020. 
 
The organization has seen an increase in the representation of BAME staff at senior levels 
with 18.3% of staff at bands 7 -VSM being from a BAME background, which is an increase 
of just under 7% on last year. 
 

3.3      Indicator 2 – Relative likelihood of staff being appointed from shortlisting across all 
posts 
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In 2021 the CCG experienced a recruitment freeze, due to an organizational restructure.  
Though the data for the other indicators is drawn from March 31st 2021, this indicator also 
includes the recruitment data for all roles that were recruited to in shaping our future. 
 
White shortlisted applicants were 0.78 times more likely to be recruited than BAME 
shortlisted applicants.  That is an improvement on 2020’s figures that stated that white 
shortlisted applicants were 0.89 times more likely to be recruited than BAME shortlisted 
applicants. 
 

3.4      Indicator 3 – Relative likelihood of staff entering the formal disciplinary process, as 
measured by entry into a formal disciplinary investigation (measured on a 2 year 
rolling average) 
 
Like last year, no staff have been through the disciplinary process in the last year.  
 

3.5      Indicator 4 – Relative likelihood of staff accessing non-mandatory training and 
continual professional development 
 
In 2021 white staff were 1.00 times more likely to access non-mandatory training and CPD 
compared to BAME staff.  This a minor change in comparison to last year where white staff 
were 1.04 times more likely to access non-mandatory training and CPD. 
 

3.6      Indicator 5 – Percentage of staff experiencing harassment, bullying or abuse from 
patients, relatives or the public in the last 12 months 
 

2019 2020 

BAME White BAME White 

8.3% (of 36 
respondents) 

10.4% (of 230 
respondents) 

10.3% (of 39 
respondents) 

7.9% (of 214 
respondents) 

 
 

3.7      Indicator 6 - Percentage of staff experiencing harassment, bullying or abuse from 
staff in the last 12 months 
 

2019 2020 

BAME White BAME White 

22.2% (of 36 
respondents) 

19.6% (of 230 
respondents) 

20.5% (of 39 
respondents) 

14.0% (of214 
respondents) 

 
 

3.8     Indicator 7 – Percentage believing that the CCG provides equal opportunities for 
career progression or promotion 

2019 2020 

BAME White BAME White 

57.1% (of 21 
respondents) 

92.0% (of 163 
respondents) 

57.7% (of 26 
respondents) 

91.1% (of 168 
respondents) 
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3.9      Indicator 8 – in the last 12 months have you personally experienced discrimination at 
work from any of the following: Manager/Team leader or other colleagues 

2019 2020 

BAME White BAME White 

13.9% (of 36 
respondents) 

2.6% (of 229 
respondents) 

15.4% (of 39 
respondents) 

2.3% (of 221 
respondents) 

 
 

3.10       Indicator 9 – percentage difference between the organisation’s Governing Body 
voting membership and its overall workforce 
 
In 2021 7.1% of the voting membership of the board identified as BAME which is 8% less 
than the BAME representation in the whole organisation.  

 
 
4. NEXT STEPS 
 
4.1 The organisation has seen improvements in various WRES indicators.  Both indicators 1 

& 2 show a marked improvement on the previous year’s scores. This is likely to be due to 
the involvement of our Race Equality Network in recruitment of staff at band 7 & above, 
and the support they provided to the Shaping Our Future recruitment process.  The CCG 
will continue to utilise this approach in its recruitment practices going forward 

 
4.2        Indicator 4 had remained mainly steady, as the organisation moves to support staff across 

the CCG to access CCG wide development opportunities, it is likely that there would be 
an improvement in this score.  It is important that all line managers review development 
plans with their staff on a regular basis to ensure staff have access to suitable CPD and 
non mandatory training. 

 
4.3         The staff survey highlights that more BAME staff seem to be experiencing harassment, 

bullying or abuse from patients, relatives and or the public in the past 12 months, however 
White staff have seen a decrease in this statistic.  There may be some lessons that could 
be learned from the approach that has been taken with white staff to ensure that this is 
replicated amongst BAME staff.  In addition the CCG could move to include zero tolerance 
messages and signage in support of staff. 

 
4.4        Whilst BAME staff facing harassment, bullying and abuse from other staff seems to have 

declined the overall figures are still high in addition more BAME staff feel that they have 
experienced discrimination from their manager.  An action will be added to the action plan 
to support the organisation in moving towards the eradication of bullying and harassment 
amongst staff.  In addition the people and OD  will continue to work with the Race Equality 
Network to identify the key challenges being faced by BAME staff, and look to address 
these, via training for our line managers, and if necessary one-to-one support or 
interventions supported by the People & OD Business Unit 
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4.5       The percentage of BAME staff that feel that the CCG offers equal opportunities to career 
progression remains steady, but less than their white counterparts.  The People & OD 
Business Unit will continue to monitor all recruitment and ensure that roles are advertised 
and recruited to following best practice.   

 
4.6       The original WRES action plan covers 2020-2022 (Appendix A).  This action plan has 

been updated to reflect completed actions.  Actions that are no longer relevant for the 
CCG given the upcoming transition into the ICS have been removed.  An additional action 
that focuses on developing a zero-tolerance culture for bullying, harassment and 
discrimination amongst staff, has been added. The People & OD Business Unit will 
continue to undertake the actions outlined in the action plan, in collaboration with the 
Race Equality Network. 

 
 

 
 

11. RECOMMENDATION 
 

           
EMT  is asked to: 

 
a) Review the data within this year’s WRES report 
b) Support the next steps for the delivery of the existing approved WRES Action Plan 

 
 
 
 
 
 
 
 
 
 


