



[image: image1.jpg]NHS

The Queen Elizabeth
Hospital King’s Lynn

NHS Foundation Trust
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	CQC Domain: (safe, caring, effective, responsive, well-led)
	


Meeting Date:  28th August 2018
Report Title: NHS Workforce Race Equality Standard: Action Plan.

	Purpose



	
	Indicator


	Action Plan
	Lead
	Timescales

	1. 1
	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.  
	We work to establish a BME talent Pool: identifying opportunities for exposure, secondments and development.

Recruiting managers must demonstrate how they will address inequality issues when recruiting via value based questions.

	Recruitment/HR/

Training & Development.

Recruitment/HR/

Training & Development.
	April

2019
April

2019


	2. 
	Relative likelihood of staff being appointed from shortlisting across all posts.
	Review the selection and recruitment training using the values of the organisations, including training on unconscious bias for recruiting managers.

	Recruitment/Training


	April

2019


	3. 
	Relative likelihood of BME staff entering the formal disciplinary process compared with White staff


	Where practical we will be introducing a new approach  to include a Senior BME clinician or Manager on Formal Disciplinary Panels
 where appropriate 

	HRBP/Medical Director
	Ongoing

	4. 
	Relative likelihood of staff accessing non-mandatory training and CPD
	The trust has a strong desire to develop BME employees and align our values to positively influence the organisation culture.

Continuing monitoring access to non – mandatory training.

Review allocation of funding per ethnic background.

	Training/OD
Training/OD

	Ongoing
On-going



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

White 38.19%

BME 40.37%
	We will identify initiatives to develop a BME staff Network that supports BME to address the impact of experiencing racism in the workplace.

We will establish a Lived Experience Group to offer support to address the impact of experiencing racism in employment.

BME will have access to effective support to improve their health and wellbeing [development of trust organisational development plan]

Publication of signed of “Tackling Bullying and Harassment” poster.

Increase E&D Compliance

	HR/Staff Side
HR/Staff Side
Training/OD and Occupational Health

Board Members/Staffside/HRBP

E&D Lead
	Ongoing
Ongoing 
Ongoing
October 2018

Ongoing

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

White  33.79%
BME   27.16%

	We will establish a Lived Experience Group to offer support to address the impact of experiencing 

racism in employment
	OH/HR/Recruitment/communications

	Ongoing


	7. 
	Percentage of staff believing that the Trust provides equal opportunities for career progression or promotion.

White 71.28%

BME  83.41%
	This has been an improved percentage – investigate what changes have occurred to reflect this
	HR/OD
	December 2018

	8. 
	Percentage of staff that have experienced discrimination at work from their manager/team leader or other colleagues.

White 18.31%

BME  16.77%
	The trust will establish Lived Experience Group to provide a ‘safe place’ for staff to discuss discrimination and access support.

We will map out a vision of the future by meaningfully engagement with staff to counter discrimination towards staff in the workplace.
	HRD/HR
HRD/HR
	Ongoing
Ongoing

	9. 
	Percentage difference between the organisation Board voting membership and its overall workforce.

Trust Board membership includes 0% BME background compared to 17% BME background of the overall workforce.
	The Board will take positive action to encourage minority groups to apply for vacancies.


	Board
	Ongoing

	SUMMARY:

The plan will establish and develop a staff support Network to address issues that impact on the Trusts BME workforce.

RISK ASSESSMENT (CROSS-REFERENCE WITH RISK REGISTER WHERE APPROPRIATE):  

Strategic / External

Operational/

Organisational

Financial

Clinical

Legal/

Regulatory

Reputational / Patient Experience

√
√
√
√
√
√
RECOMMENDATION/S:

To work towards a progressive Trusts, that reflects the growing diversity of the local community and needs the of our local community
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