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Report on the WRES indicators

1. Background narrative
a. Any issues of completeness of data

Unless specified otherwise, all data is that at 31 December 2014 and drawn from published data to support compliance with our Public Sector

Equality Duty. Doncaster & Bassetlaw Hospitals NHS Foundation Trust completed a restructure in July of 2014 to better serve patient
pathways

b. Any matters relating to reliability of comparisons with previous years

This is the first year reporting on WRES Metrics, setting our baseline from which to measure progress.
Restructure of the organisational units within the Trust (as above) from 1 July 2014
Data from NHS Jobs only available for the previous twelve months, making retrospective analysis beyond that difficult.

2. Total numbers of staff
a. Employed within this organisation at the date of the report
6,634 @ 31 December 2014

b. Proportion of BME staff employed within this organisation at the date of the report
8.05% BME staff in the overall workforce



Report on the WRES indicators, continued

3. Self reporting
a. The proportion of total staff who have self-reported their ethnicity

97.35% of Doncaster and Bassetlaw staff have self-reported their ethnicity up-to 31st December 2014.

b. Have any steps been taken in the last reporting period to improve the level of self-reporting by ethnicity
ESR audit/data cleanse exercise carried out to improve accuracy and reliability of ethnicity data in 2013.

c. Are any steps planned during the current reporting period to improve the level of self reporting by ethnicity

The Trust will pro-actively gather data declared through NHS Jobs and promote self reporting to the Electronic Staff Record (ESR) system wher

4. \Workforce data

a. What period does the organisation’s workforce data refer to?

Position at 31st December 2014, drawn from published data to support compliance with our Public Sector Equality Duty



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

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

Data for
reporting year

8.87 % BME staff
in Bands 8-9 and

VSM compared to
R NROL RMF ctaff

The relative

likelihood of
White <taff hainn

BME staff are
0.53 times less
likely to enter the
formal disciplinary
process
compared to
White staff.

Data not currently
available at the

Data for
previous year

4.71 % BME staff
in Bands 8-9 and

VSM compared to
R ROL RMF ctaff in

Not Available

Not Available

Data not currently
available at the

Narrative — the implications of the data and
any additional background explanatory
narrative

Doncaster and Bassetlaw Hospitals NHS
Foundation Trust serves residents serves

residents from the Metropolitan Borough of
NAnractar in Qninith Yarkehira and tha Nietrict nf

The recruitment monitoring data from NHS Jobs

highlights a marked difference in the performance
nf RMF arniine mnvina thrainiah the Triist

Of the 110 formal disciplinary cases in the 12
months ending 31 December 2014, 5 (4.55%) of
those cases related to BME staff and 104
(94.55%) to white staff with 0.91% not stating
their ethnic origin.

We currently do not hold any reliable data for
2013 and 2014. However we have established a

Action taken and planned including e.g. does
the indicator link to EDS2 evidence and/or a
corporate Equality Objective

We recently appointed (1 April 2015)a new lead
for Equality and Diversity. One of their first
priorities will be to lead some ‘listening groups’

with RMFE ctaff tn 1indaretand what mnra wa naad

We recently refreshed our Equality & Diversity

training for all staff, to deliver in a more interactive
and ennaanina wav and heln «taff iinderstand the

In addition to the listening groups cited above, a
project looking into our disciplinary and grievance
processes (due to start in July 2015) will
investigate any disparities found.

Through development of an Education and
Training Strateav during 2015-16, we will build in



Report on the WRES indicators,

Indicator Data for
reporting year

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 White 26%
abuse from patients, relatives or the BME .
public in last 12 months 29%
6 | KF 19. Percentage of staff experiencing .
harassment, bullying or abuse from White 219
staff in last 12 months BME  29%
7 KF 27. Percentage believing that trust Whit .
provides equal opportunities for career € 91%
progression or promotion BME  70%

8  Q23.Inthe last 12 months have you .
personally experienced discrimination White Data not
at work from any of the following?
b) Manager/team leader or other
colleagues

BME Data not

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

9 | Boards are expected to be broadly
representative of the population they ~ As of December
serve 31st 2014 the

continued

Data for
previous year

White 2%
BME  31%
White 249,
BME  34%
White 90,
BME  70%

White Data not

BME Data not

As of December
31st 2013 the

Narrative - the implications of the data and
any additional background explanatory
narrative

The NHS Staff Survey was distributed in 2014 to
6315 staff, of whom 2568 responded. This is a

recannnae rate nf 42% which ic an R% increace

The data suggest that a significant number of
BME staff via the 2014 staff survey believe the

We are working with our new Staff Survey
provider to ensure that 2014 benchmarking data
will be available along with in year data (2015) in

nranaratinn far navt vaar’e \WWDEQ Qiihmiccinn

The Percentage of BME staff in the overall
workforce within the DBH Foundation Trust is

Action taken and planned including e.g. does
the indicator link to EDS2 evidence and/or a
corporate Equality Objective

Listening Groups will actively engage in
conversation with BME staff to better understand
thece reaiillte and an artinn nlan will he

In the ‘Fair Treatment for All’ policy the Trust
states ‘We will not tolerate anv form of

Following the recent appointed of a new lead for
Eaquality and Diversity. The Trust has aareed one

In the ‘Fair Treatment for All’ policy the Trust
states ‘We will not tolerate any form of
discrimination, victimisation, harassment, bullying

Ar ninfair traatmant ’\ANa avnanrt lina mananare

Pro-actively encourage applications from a
diverse aroup for all vacancies and in particular

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

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.”

In addition to this WRES submission our detailed annual workforce report is published on our website. Performance and progress is

monitored by the Trust.

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.

We recently appointed (1 April 2015) a new lead for Equality and Diversity and currently agreeing a work plan which we will publish in due
course. One of the first priorities will be through ‘listening groups’ with BME staff to better understand their experiences of the Trust as an

employer.

Produced by NHS England, May 2015
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