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Report on the WRES indicators
1. Background narrative
a. Any issues of completeness of data
The reporting covers the three Greater Manchester CCGs (Central, North & South). Due to the relatively small numbers of staff involved, any
gaps in the capture of employees Ethnic Origin within the NHS Electronic Staff Record (ESR) or during the recruitment process in 'NHS Jobs'
system, has a significant impact on the resulting analysis.
During the period covered by the reporting, April 2015 to March 2016, around 10% of employees had incomplete details, or chose not to state
their Ethnic Origin.

b. Any matters relating to reliability of comparisons with previous years
See above; in addition, questions 5-8 are reliant on information gathered as part of a local staff survey, However, only 143 members of staff
completed the survey, and around 30% of the responses had missing, or did not state their ethnicity.

2. Total numbers of staff
a. Employed within this organisation at the date of the report

294
b. Proportion of BME staff employed within this organisation at the date of the report

Total for 3 CCGs - BME - March 2016: 13.61%

Report on the WRES indicators, continued
3. Self reporting
a. The proportion of total staff who have self–reported their ethnicity
March 2016: 89.8%

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
The organisations will be looking to initiate a 'Data Cleanse' of the information held within ESR, asking members of staff to review their
personal data held within the system.
It is also anticipated that ESR 'Employee Self Service' will be relaunched during 2016, allowing individuals to electronically update and
maintain all their personal information held within the system.

4. Workforce data
a. What period does the organisation’s workforce data refer to?
Year ending March 2016

Report on the WRES indicators, continued
5. Workforce Race Equality Indicators
Please note that only high level summary points should be provided in the text boxes below – the detail should be contained in accompanying WRES Action Plans.
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

Mar 2016 - See
Narrative

Mar 2015 - See
Narrative

Total for 3 Manchester CCGs (including Clinical
Leads)
BME 2016: 13.6% 2015: 11%
White 2016: 76.2% 2015: 78.8%
Not Stated/Unspecified 2016: 10.2% 2015: 10.2%

Review of the recruitment and selection
framework and processes to ensure no
unintentional discrimination.
Regularly reporting and reviewing recruitment
and selection outcomes.
Unconscious bias training.
Develop engagement with local community and
BHA - to look at ways of improving representation
through recruitment.
Review of the recruitment and selection
framework and processes to ensure no
unintentional discrimination.
Regularly reporting and reviewing recruitment
and selection outcomes
Once the new framework is agreed the focus will
be around ensuring managers attend
Unconscious bias training.
Develop engagement with local community and
BHA - to look at ways of improving representation
through recruitment.

For each of these four workforce
indicators, compare the data for
White and BME staff
1

2

Percentage of staff in each of the
AfC Bands 1-9 and VSM (including
executive Board members) compared
with the percentage of staff in the
overall workforce. Organisations should
undertake this calculation separately
for non-clinical and for clinical staff.
Relative likelihood of staff being
appointed from shortlisting across all
posts.

3

Relative likelihood of staff entering
the formal disciplinary process, as
measured by entry into a formal
disciplinary investigation. 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 staff accessing
non-mandatory training and CPD.

BME - 0.85 times
WHITE - 1.17
times

n/a

No Data in NHS
Jobs - Refer to
last year?

n/a

2015
Pay Band 1-4 BME: 17.31% Not
Stated/Unspecified: 17.31% White: 69.23%
Pay
Band
5-7 BME:
7.87% Not during the year Small
number
of appointments
Stated/Unspecified:
12.36% White: 79.78%
43
individuals recruited.
Pay Band 8+ Other BME: 6.49% Not
Stated/Unspecified: 10.39% White: 83.12%
Very Senior Manager BME: 16.07% Not
Stated/Unspecified: 3.57% White: 80.36%
2016
Pay Band 1-4 BME: 23.21% Not
Stated/Unspecified:
The numbers are too10.71%
small toWhite:
report.66.07%
Pay Band 5-7 BME: 12.04% Not
Stated/Unspecified: 14.81% White: 73.15%
Pay Band 8+ Other BME: 7.79% Not
Stated/Unspecified: 6.49% White: 85.71%
Very Senior Manager BME: 15.09% Not
Stated/Unspecified: 5.66% White: 79.25%

White - 0.85
times more likely

White employees are 0.85 times more likely to
access non mandatory training/CPD. 45%

BME - 1.18 times
more likely

BME employees are 1.18 times more likely to
access non mandatory training/CPD. 53%

We will continue to review uptake on a on-going
basis to identify any gaps in employees
accessing training or CPD.

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

White 8.99%


White Not

available
BME Not
Available

Comparative low number completed this question
on the survey. The overall percentage has been
split between white and BME and not given.
There are marked differences between the scores
for each of these groups.

The organisations will be reviewing the
safeguards and protocols in place to promote the
health, safety and wellbeing of all employees

White Not

available
BME Not
available

Overall result for all staff who completed the
survey 9.09%.
9.84%

Their is a relatively small number of employees
completing this section, work has already been
undertaken in certain areas to understand more
about staff concerns and to identify further
appropriate action. which has included the roll
out of mandatory Dignity, Equality at Work
training.
The organisations will continue to implement an
effective PDR process supported by line
management training. In addition they will
continue to offer development opportunities in an
open and transparent way to all our employees.

National NHS Staff Survey
indicators (or equivalent)
For each of the four staff survey
indicators, compare the outcomes of
the responses for White and BME staff.
5

6

KF 25. Percentage of staff
experiencing harassment, bullying or
abuse from patients, relatives or the
public in last 12 months.

BME 22.22%

KF 26. Percentage of staff experiencing
White 6.74%
harassment, bullying or abuse from

staff in last 12 months.
BME 11.11%

Not stated/Not given 2/45 = 4.44%
7

8

KF 21. Percentage believing that trust
provides equal opportunities for career
progression or promotion.

Q17. 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 77.53%

BME 88.89%

White 5.62%

BME 11.11%

White Not

available
BME Not
available

Overall result for all staff who completed the
survey 76.92%.

White Not

available
BME Not
available

Overall result for all staff who completed the
survey 7.56%

Board representation indicator
For this indicator, compare the
difference for White and BME staff.
9

Percentage difference between
the organisations’ Board voting
membership and its overall workforce.

1.49%

Their is a relatively small number of employees
completing this section, work has already been
undertaken in certain areas to understand more
about staff concerns and to identify further
appropriate action. which has included the roll
out of mandatory Dignity, Equality at Work
training.
All leadership and management training will be
reviewed to ensure that dignity and equality
The organisation
will continue to review and
principles
are embedded.
monitor board representation and that fair
processes are in place for the recruitment of
board roles.

Note 1.

All provider organisations to whom the NHS Standard Contract applies are required to conduct the NHS Staff Survey. Those organisations that do not undertake the NHS Staff Survey are recommended to do so,
or to undertake an equivalent.

Note 2.

Please refer to the WRES Technical Guidance for clarification on the precise means for implementing 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?
Slight improvement in the capture of Ethnic origin in the Electronic Staff record - but still around 10% of the overall records are either 'Not
Stated', or unspecified.
Number of Respondees to Staff Survey - only 143, a very low number in comparison to the number of staff employed. There were also 45
responses where the respondee selected 'Not Stated' or did not enter a value for their ethnic origin.
The organisations has an on-going plan to build on employee engagement to encourage all employees to feel confident in declaring their
ethnic origin.

7. Organisations should produce a detailed WRES Action Plan, agreed by its Board. Such a Plan would normally
elaborate on the actions summarised in section 5, setting out the next steps with milestones for expected
progress against the WRES indicators. It may also identify the links with other work streams agreed at Board
level, such as EDS2. You are asked to attach the WRES Action Plan or provide a link to it.
Follow link to the WRES Action Plan: http://www.manchesterccgs.nhs.uk/download.cfm?doc=docm93jijm4n5039.pdf&ver=6235
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