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Executive summary 
 
The Royal Free London NHS Foundation Trust is committed to implementing the 
NHS Workforce Race Equality Standard (WRES)1 , to help it create a more inclusive 
working culture that provides all patients with a high quality care from a diverse and 
happy workforce.  
 
The key objective of WRES is to close gaps identified in nine WRES indicators to 
ensure all employees, but particularly those from Black, Asian and Minority Ethnic 
(BAME) backgrounds receive the same treatment at work and equal access to 
career development and opportunities. 
 
The scheme was introduced as the experience of BAME staff working within the 
NHS is demonstrably not the same as their white colleagues. WRES helps provide 
measures for comparison and to help drive improvement.  
 
This report summarises the Trust’s WRES data from 2015 up to 31st March 2019. It 
identifies areas where progress is being made against each of the nine indicators 
and areas requiring further attention.  
 
The Trust’s workforce remains broadly representative of the population it serves. 
There are staff from over 170 nationalities working for the Trust and without such a 
broad spread of talent it would be impossible for us to achieve our objectives. 
 
Although the Trust has made improvements in some of the indicators, particularly on 
BAME staff entering disciplinary processes disproportionately to their number and 
improving the relative likelihood of appointment there is still much to do. 
 
A key challenge, which the Trust believes is key to changing the culture, is the 
under-representation of BAME staff at senior levels of the Trust. Half of the Trust’s 
managers and senior staff should be from a BAME background to be proportionate 
to the 49% of staff who are BAME. This is important as a diverse leadership team is 
more likely to make decisions that further diversity and equality drawing upon a wider 
range of backgrounds and experience. It also presents all staff with an opportunity to 
see that your background is no inhibitor to opportunity for development and 
aspiration. To further address this, the Trust is implementing a number of initiatives 
as set out below: 

 Diverse interview panel for Band 8a and above 

 A requirements that managers explain where BAME shortlisted 
candidates are not successful in applications for senior posts ( 8a 
and above), including recommendations for development; 

 trained for all interview panel members 

 BAME staff mentoring; 

 Piloting career development workshops for staff to help support 
access to promotional opportunities. 

 
Supporting this important work is our BAME staff network which is thriving and 

working with allies across the Trust in fighting discrimination to create an inclusive 

                                                           
1
 A requirement of NHS healthcare providers through the NHS standard contract since 1

st
 April 2015 
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and supportive work environment for all our staff. Their work and support is 

appreciated and helps ground our activities in the day to day reality. We are also 

working collaboratively with other London Trusts to share and compare performance 

with the aim of encouraging good practice. 

 
David Grantham 
Chief People Officer 
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1.0 Workforce race equality – setting the scene 
 
The NHS Workforce Race Equality Scheme (WRES) was introduced to help ensure 
employees from black, asian and minority ethnic (BAME) backgrounds have equal 
access to career opportunities and receive fair treatment in the workplace. This is 
vital as the evidence shows that a motivated, included and valued workforce helps 
deliver high quality patient care, increased patient satisfaction and better patient 
safety; it also leads to more innovative and efficient organisations.  
 
Across the NHS, the evidence of staff survey data, and WRES monitoring, is that 
BAME staff do not receive the same treatment or opportunities as their white 
colleagues – something the Trust is determined to change. The Trust’s own WRES 
data shows contrasting experiences between BAME and white staff highlighting the 
challenges of race equality. 
 
 

 
 
1.1. Overall workforce race equality profile  
 
As at 31st March 2019, the overall Trust workforce consists of 9,645 staff with an 
ethnicity breakdown as below: 
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Table 1 - Workforce race profile   

Ethnicity  Headcount  Percentages 

BAME 4727 49.01% 

White 4829 50.07% 

Other  89 0.92% 

 
The race profile of the overall workforce is reflective of the local population we serve 
and evenly represented. 
 
2.0 WRES Indicators   
 
There are nine WRES indicators measuring gaps between the experiences of BAME 
staff compared to their white counterparts. The expectation is to reduce the gaps and 
have a better balanced and more equal experience for both staff groups. The Trust 
has been scrutinising and tracking this data since 2015/2016 to measure progress. 
 
3.0 WRES indicator 1  
 
WRES indicator 1 requires the Trust to measure the percentage of staff in Agenda 
for Change (AfC) pay bands 1 – 9 and Very Senior Managers (VSM) (including 
executive board members) compared with the percentage of staff in the overall 
workforce. Please see a full breakdown of the pay bands in appendix 2.  
 
Currently the Trust has 50% White and 49% BAME staff in post across all grades of 

staff and the expectation is the senior management level should broadly reflect this 

representation. The BAME management in the trust was 22.2% in 2014/15 against 

45% BAME workforce overall. By 2019 BAME management has risen slightly to 

27.6% against 49% workforce overall. Please see details in graph 1 below.  

 
Graph 1 – WRES indicator 1 
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To achieve a proportionate balance whereby the RFL’s leadership team is similarly 

representative of both the population it serves and the overall workforce, there is a 

need to have 160 more BAME managers within the senior manager cohort. This 

would ensure a diverse leadership and ensure that the RFL and its patients are not 

missing out on the talent, perspectives and fresh ideas a diverse leadership brings. 

To further improve its position, the RFL launched a scheme for ‘diverse interview 

panels’ on 1st June 2018.  

3.1 Diverse Interview panel 

A diverse interview panel can help BAME candidates to feel comfortable and 

confident to demonstrate their full range of skills, attributes and experiences 

throughout the interview process. It is important that a diverse interview panel 

reflects the overall workforce population and helps all staff to feel at ease. 

Another benefit of the new approach is to provide assurance that Trust’s recruitment 

policies and processes are being followed because managers have received the 

right recruitment and selection training, inclusive of unconscious bias training and 

awareness that all of us have some biases that might influence our decision making 

that we could be completely unconscious of.  

This inevitably leads to an improvement in the interview experience of all staff 

particularly BAME staff; and greater assurance that reasons for non-appointment are 

clearly documented and fed back to all candidates in line with best practice.  

The Group CEO and Chairman set out clear expectations that all recruiting 

managers will take the following 3 actions: 

1) All recruiting managers, at all levels, must have completed interview training, 

including unconscious bias training, in order to sit on interview panels. 

 

2) All interviews for positions at Band 8a and above will be conducted by diverse 

panels which include a trained BAME recruiting manager. 

 

3) Whenever a shortlisted BAME candidate is not appointed to a Band 8a role or 

above the recruitment panel will write to the Group Chief Executive, to explain: 

a. Why the successful candidate was more suitable in terms of experience, 

skills or aptitude 

b. What the unsuccessful BAME candidate(s) could do to develop their 

experience, skills or aptitude in order to be more likely to be appointed for a 

similar role in the future. 

 

As of 1st November 2019, all recruiting managers in the Trust will be expected to 
have completed their recruitment and selection training in order to progress with 
setting up interview panels. Where recruiting managers have not completed their 
training they will not be able to progress with advertising a role at Band 8a + 
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As of the 1st November 2019, the recruitment team will be advised not to support or 

proceed with recruitment where these requirements are not met and recruiting 

managers not providing feedback on unsuccessful candidates will have this reported 

to their director who will be expected to take steps to ensure compliance. 

 
4.0 WRES indicator 2  
 
Indicator 2 measures the relative likelihood of BME staff being appointed from 
shortlisting compared to white staff. The trust has been making continued progress 
in the area, the lower the figure the better the likelihood; this was 1.69 in 2015 and 
currently at 1.35 as at 31st March 2019. Please see details in graph 2 below.  
 
Graph 2 – WRES indicator 2 
 

 
 

 
5.0 WRES Indicator 3 
 
Indicator 3 measures the relative likelihood of BME staff entering the formal 
disciplinary process compared to white staff.  
 
The trust has been making continued progress in this area through various wide 
ranging interventions; from developing an investigation and disciplinary checklist for 
all managers to complete and sign off by the Director of the occupational staff group 
before progressing all cases at the informal stage. This ensures a consistent and fair 
approach is applied to all cases. 
 
The employee relations team train managers regularly in investigation process and 
also holds surgeries in the divisions to support managers in managing informal 
cases to resolutions where appropriate. The trust participated in the NHS England 
quality improvement pilot project on WRES indicator 3 and lessons learnt have been 
shared across the divisions and other NHS hospitals. 
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The trust has been making continued progress in the area, the lower the figure the 
better the likelihood; this was 2.21 in 2015 and currently at 1.31 as at 31st March 
2019. Please see details in graph 3 below. 
 
 
Graph 3 – WRES Indicator 3 

 
 
 
Nationally the NHS has now set expectations that this indicator will be 
improved with expectations as below: 
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The Trust is close to the 2020 target but will need to maintain focus in this 
area. 
 
6.0 WRES Indicator 4 
 
Indicator 4 measures the relative likelihood of BAME staff accessing non-mandatory 
and career progression development CPD.  
 
The trust has improved its data collation in this area, though more work is still 
required in order to ensure all non-mandatory training is collated into the Trust’s 
OLM system to enable more accurate data reporting. The lower the figure the better 
the likelihood; this was 1.16 in 2014/15 and currently at 1.07 as at 31st March 2019. 
BAME staff are more likely to access non-mandatory training than their white 
counterparts. Please see details in graph 3 below. 
 
Graph 4 – WRES Indicator 4 
 

 
 
The Trust Board continues to mentor BAME staff to support their career progression 
and the OD team attends the BAME staff network meetings regularly to help 
cascade more information about leadership development.  
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7.0 WRES Indicator 5 – 8 
Table 2 – WRES indicator 5-8 

WRES 
indicators 5 – 
8  

RF National 
staff survey 

White 
staff 
2017 

BAME 
staff  
2017 

White 
staff  
2018 

BAME 
staff 
2018 

Indicator 5 - % 
of staff 
experiencing 
harassment, 
bullying or 
abuse from 
patients, 
relatives or the 
public in the 
last 12 months.  
 

Favourable 
result for 
BAME staff 
(lowest  - 
best) 20%) 

34% 31% 33% 30% 

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

Unfavourable 
result for 
BAME staff 
(Highest - 
worst 20%)  

21% 28% 23% 26% 

Indicator 7  
% of staff 
believing that 
the 
organisation 
provides equal 
opportunities 
for career 
progression or 
promotion. 

Unfavourable 
result for 
BAME staff 
(Highest 
worst 20%) 

84% 65% 83% 66% 

Indicator 8  
% of staff 
having 
personal 
experience of 
discrimination  
from 
manager/team 
leader or 
colleagues 

Unfavourable 
result for 
BAME staff 
(highest – 
worst 20%) 

8% 18% 8% 16% 

 

The Trust has in place a wide range of interventions to address bullying and 

harassment driven by a working group which developed a wide range of 9 bullying 

and harassment videos focusing upon inappropriate behaviours in the workplace.  

To date over 200 staff have seen these videos to enable staff to call out incidents of 
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this nature. The pathways are promoted and enable staff to access facilitated 

conversations as well as mediation informally. 

 

The Trust has over 50 speaking up champions in place to act as independent 

support advising staff to raise concerns. The Trust developed and implemented 9 

bullying and harassment videos to explore the impact of different behaviours on staff, 

helping to cultivate insight to help manage behaviours in the workplace. The trade 

union are working in collaboration with Trust management to lead the speaking up 

champions initiative trust wide. 

 

 
8.0 WRES Indicator 9 
 
Indicator 9 measures the percentage difference between the organisations board 
voting membership and its overall workforce.  
 
In 2015, the Trust Board was 100% White, it has since made progress and recruited 
2 BAME non-executive directors. 
 
The Trust Board including non-executive directors are 21 in total and they have 
voting rights. 
 
The breakdown is 90.5% white and 9.5% BAME Non-Executives 
 
9.0 WRES Leadership and Governance 
 
The Trust Board is committed and accountable for the delivery of WRES and works 
with the wider system to drive improvements. The Board’s focus is on achieving a 
proportionate number of BAME managers in the Trust. This requires a cultural 
transformation which the enforcement of the Trust’s recruitment and selection policy 
and procedure underpins. 
 
The People Committee reports to the Trust Board and receives the WRES report for 
discussion, scrutiny and implementation and in turn provides the Board with the 
assurance required that WRES is regularly monitored, delivered and sustained. 
 
The Trust has the Equality Steering Group reports to the People Committee and 
oversees the work of the BAME staff network. 
 
Members of the Trust Board mentor BAME staff across the Trust as part of Trust’s 
initiative to support BAME career progression.  
 
The BAME staff network is part of the Trust’s staff network collaborative working with 
the LGBT, Disabled and Women’s network to share good practice an support each 
other with trade unions and the Chaplaincy on board. 
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10.0 BAME staff network  
 
The trust has a Black, Asian and Minority Ethnic (BAME) group staff network in the 
workplace. 
 
The aim and objectives of the BAME staff network is to: 
 
• Provide a safe, supportive and confidential environment for BAME staff to network 
and discuss issues of specific interest that have an effect on the protected group;  
• Provide a professional support and information about how individual issues may be 
raised in the Trust; 
• Act as a voice for BAME staff offering a source of consultation and a means of 
communicating with the trust about BAME issues in relation to Trust’s policies and 
practices; 
•Contribute to staff development and awareness raising in relation to equality and 
diversity.  
 
11.0 Future Actions and Priorities for Workforce race equality standards - 2019 
– 2020  
 
The WRES metrics have highlighted areas where BAME staff experiences are 
getting better and others requiring improvement. The Trust also accepts the need for 
accelerated improvement as a model employer. To achieve this, the following areas 
of work detailed in the action plan in appendix 1 will constitute part of the Trust’s 
Staff Experience and Retention Plan (SERP), please see appendix 3 for details. 
 
These are the key future priority areas for the Trust’s workforce race equality 
standards in the next 12 months: 
 

 Continue the WRES task and finish group to follow through the review of the 
Recruitment and Selection Training and expand the unconscious bias within 
the training. 

 Enforcement and scrutiny of the interview panels for WRES improvement; 

 Continue the recruitment and implementation of speaking champions to 
address bullying and harassment; 

 Implement more professional career development workshops, application and 
interview support sessions for staff across the sites; 

 Provide mentors and coaches pool in the Trust for BAME staff; 

 Building a sustainable talent pipeline for the future from the current band 6, 
and 7, growing and supporting the existing BAME talents   

 Support the BAME newsletter development and implementation  

 Developing the capacity and capability of BAME staff networks to engage in 
meaningful and sustained WRES programme of work 

 Group CEO and site CEOs Trust executive letter of support to all managers to 
help encourage planned staff release for attendance at BAME staff network 
meetings and other relevant Trust engagement initiatives such as Black 
History month celebrations. 

 Group CEO and site CEO attending BAME staff network meetings to discuss 
WRES metrics, action plan and discuss solutions. 

 Recruitment drive on BAME non-executive director posts. 
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 Regular WRES updates to the People Committee and the Trust Board. 
 

12.0 Conclusions 
 
The RFL recognises that equality matters and is committed to improving the 
experiences of its BAME staff. This report and the action plan in Appendix 1 
demonstrate key areas of focus for the next 12 months and regular updates will be 
provided for the People Committee and Trust Board.
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 Appendix 1 – WRES Action Plan – 2019 – 2020  
 
 
 

WRES standard Strate
gic 
action  

Board lead 
responsibl
e  

Operational 
lead 
responsible  

Target staff 
group  
 

Timescale 
for 
completion  

Operational 
Actions 

Success criteria 
(measure) 

Indicator 1 
 
Measures the 
percentage of staff 
in Agenda for 
Change (AfC) pay 
bands 1 – 9 and 
Very Senior 
Managers (VSM) 
(including executive 
board members) 
compared with the 
percentage of staff 
in the overall 
workforce.  
 

To 
recruit 
160 
BAME 
manag
ers 
into 
Band 
8a and 
above 
posts, 
proport
ionate 
to the 
overall 
workfo
rce 
profile.  

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

Band 8a and 
above 

2- 5 years a. WRES 
task and 
finish group 
overseeing 
the 
enforcement 
of diverse 
interview 
panels, 
recruitment 
and selection 
training 
mandatory for 
all panels  
b. Quality 
feedback to 
applicants 
and Group 
CEO 
following 
interviews for 
BAME staff. 
c. Review of 
recruitment 
and selection 

a. achieve 30% 
BAME 
management by 
2020.  
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training to 
expand 
unconscious 
bias. 

Indicator 2 
 
Measures the 
relative likelihood of 
BME staff being 
appointed from 
shortlisting 
compared to white 
staff. 

To 
reduce 
relative 
likeliho
od to 
1.20 
by 
2020. 
 
 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All applicants 
both external 
and internal   

12 months  a. Review the 
current 
Recruitment 
and Selection 
training to 
expand the 
unconscious 
bias part of 
the training. 

a. Reduce the 
current gap 
between BAME 
and White staff 
relative likelihood 
to be appointed 
from shortlisting. 

Indicator 3 
 
Measures the 
relative likelihood of 
BME staff entering 
the formal 
disciplinary process 
compared to white 
staff. 

To 
reduce 
relative 
likeliho
od to 
1.20 
by 
2020. 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All staff 
groups 

12 months  a. To 
increase 
information 
flow on 
leadership 
development 
programmes 
both 
internally and 
externally. 

a. Reduce 
likelihood to 1.03 
by 2020 

Indicator 4 
 
Measures the 
relative likelihood of 
BAME staff 
accessing non-
mandatory and 
career progression 

To 
achiev
e 1.03 
relative 
likeliho
od by 
2020. 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All staff 
groups 

12 months  a. To invite 
the OD team 
to attend 
more BAME 
staff network 
to inform staff 
about 
leadership 

To improve Trust 
data collation on 
OLM system  
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development CPD 
compared to white 
staff. 
 
 

development 
programmes 
and how to 
apply. 

Indicator 5  
 
Measures the 
percentage of staff 
experiencing 
harassment, 
bullying or abuse 
from patients, 
relatives or the 
public in the last 12 
months.  

To 
reduce 
scores 
by 3% 
in 
2020. 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All staff 
groups 

12 months To consider 
zero 
tolerance 
campaign 
posters 
across the 
Trust. 
 

Reduce the 
percentage of 
staff saying they 
experienced 
harassment, 
bullying or abuse 
from patients by 
3% 

Indicator 6 
 
Measures the 
percentage of staff 
experiencing 
harassment, 
bullying or abuse 
from staff in the last 
12 months.  
 
 
 

To 
move 
out of 
bottom 
20% of 
acute 
Trust 
in 
scores 
by 
2020. 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All staff 
groups 

12 months a. To 
continue 
implementati
on of 
speaking up 
champions 
and 
showcasing 
the bullying 
and 
harassment 
videos. 

Reduce the 
percentage of 
staff saying they 
experienced 
harassment, 
bullying or abuse 
from staff by 5% 

Indicator 7 
 
Measures the 
percentage of staff 

To 
move 
out of 
bottom 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 

All staff 
groups 

12 months  a. To set up 
regular 
sessions to 
support staff 

Reduce the 
percentage of 
staff believing the 
Trust does not 
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believing that the 
organisation 
provides equal 
opportunities for 
career progression 
or promotion. 
 

20% of 
acute 
Trust 
in 
scores 
by 
2020.  

Workforce – 
Staff 
Experience  

with 
application 
and interview 
preparation 
and 
professional 
career 
development. 
b. provide 
mentors and 
coaches for 
BAME staff. 
c. build 
sustainable 
talent pipeline 
in Band 6 and 
7 to feed the 
8a and 
above.    

provide equal 
opportunities for 
career 
progression by 
5% 

Indicator 8 
 
Measures the 
percentage of staff 
having personal 
experience of 
discrimination from 
management/team 
leader or 
colleagues. 
 

To 
move 
out of 
bottom 
20% of 
acute 
Trust 
in 
scores 
by 
2020 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All staff 
groups 

12 months a. Continue 
speaking up 
champions 
initiative 
b. develop 
the capability 
and capacity 
of the BAME 
staff network 
to engage 
and scrutinise 
WRES 
c. seek to 

Reduce the 
percentage of 
staff saying they 
experience 
discrimination by 
5% 
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have a 
WRES expert 
to go be 
trained for the 
Trust. 
d. Group 
CEO and site 
CEO 
supporting 
staff release 
at network 
meetings and 
Trust 
initiatives. 

Indicator 9 
 
Measures the 
percentage 
difference between 
the organisations 
board voting 
membership and its 
overall workforce.  
 

To 
recruit 
5 
BAME 
Execut
ives  

Chairman 
and Group 
CEO 

Chief People 
Officer 

Trust 
Executive 

12 months a .Continue 
to use 
diverse 
recruitment 
agencies and 
head hunters 
to achieve 
WRES 
indicator 9. 

Increase BAME 
representation on 
the Trust Board  



Board approved 
 

20 
 

Appendix 2 – Pay Bands by Race 
 
Table 2 – Pay bands by race profile Tables  

Bands White BME Other White BME Other 

Non Clinical 1166 1013 18 53.07% 46.11% 0.82% 

Band 1 14 76   15.56% 84.44% 0.00% 

Band 2 46 126 2 26.44% 72.41% 1.15% 

Band 3 225 204 6 51.72% 46.90% 1.38% 

Band 4 313 236 4 56.60% 42.68% 0.72% 

Band 5 170 133 5 55.19% 43.18% 1.62% 

Band 6 76 70   52.05% 47.95% 0.00% 

Band 7 100 83   54.64% 45.36% 0.00% 

Band 8A 61 32   65.59% 34.41% 0.00% 

Band 8B 71 28 1 71.00% 28.00% 1.00% 

Band 8C 35 10   77.78% 22.22% 0.00% 

Band 8D 10 3   76.92% 23.08% 0.00% 

Band 9 3 1   75.00% 25.00% 0.00% 

VSM 42 11 0 79.25% 20.75% 0.00% 

Clinical 3663 3714 71 49.18% 49.87% 0.95% 

Band 1 1 1   50.00% 50.00% 0.00% 

Band 2 274 628 7 30.14% 69.09% 0.77% 

Band 3 232 296 6 43.45% 55.43% 1.12% 

Band 4 73 67   52.14% 47.86% 0.00% 

Band 5 552 746 13 42.11% 56.90% 0.99% 

Band 6 762 655 16 53.18% 45.71% 1.12% 

Band 7 582 419 2 58.03% 41.77% 0.20% 

Band 8A 194 78 2 70.80% 28.47% 0.73% 

Band 8B 67 27 1 70.53% 28.42% 1.05% 

Band 8C 25 7   78.13% 21.88% 0.00% 

Band 8D 8 1   88.89% 11.11% 0.00% 

Band 9 3     100.00% 0.00% 0.00% 

VSM 11 0 0 100.00% 0.00% 0.00% 

Consultant 396 589 10 39.80% 59.20% 1.01% 

Senior 
Medical 
Managers 12 2   85.71% 14.29% 0.00% 

Non-
Consultant 
Grade 33 68 0 32.67% 67.33% 0.00% 

Trainee 
Grades 432 425 14 49.60% 48.79% 1.61% 

Medical & 
Dental Other 6 5   54.55% 45.45% 0.00% 

Grand Total 4829 4727 89 50.07% 49.01% 0.92% 
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Appendix 3 – Staff Experience and Retention Plan (SERP) 

 

 


