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Executive summary
This report provides an update on the Workforce Race Equality Standard (WRES) and Equality Delivery
System 2. Meeting both standards will illustrate the inclusive culture which exists within West Norfolk CCG
and its staff.
Workforce Race Equality Standard
The aim of the NHS Workforce Race Equality Standard is to help NHS organisations ensure that
employees from Black and Minority Ethnic (BME) backgrounds have equal access to career opportunities
and receive fair treatment in the workplace.
The WRES was first made available to the NHS in April 2015, and is included in the NHS Standard
Contract. This means NHS hospital and community Trusts must use the WRES, and report their findings
to NHS England each year. NHS England then publishes a national report based on WRES information
from across the country.
CCGs have two roles in relation to the WRES both as commissioners of NHS services and as employers.
The CCG Improvement and Assessment Framework requires CCGs to give assurance to NHS England
that their providers are implementing and using the WRES. CCGs are not required by the NHS standard
contract to fully apply the WRES internally as some CCG workforces may be too small for the WRES
indicators to either work properly/ comply with the Data Protection Act due, therefore an accurate
benchmarking is not possible. However, WNCCG has completed the national template as far as is
currently possible – see appendix 1
CCGs should commit to the principles of the WRES and apply as much of it as possible to their own
workforce. In this way, CCGs can, identify concerns within their workforces, demonstrate good leadership
and set an example to their providers. The action plan in appendix 2 has been reviewed and will be
updated with AGEM CSU HR colleagues
The WRES applies to all types of providers of non-primary healthcare services operating under the full
length version of the NHS Standard Contract, and so is applicable to NHS providers, independent sector
providers and voluntary sector providers. Providers must implement the National WRES and submit an
annual report to the co-ordinating commissioner on its progress in implementing that standard. WNCCG
are liaising with Providers to collate their respective WRES data.
Equality Delivery System 2
The Equality Delivery System has been designed to help NHS organisations work with partners and
stakeholders to review and improve services in order to meet the needs of all patient groups, particularly
those with legally protected characteristics. When completed the framework sets out commitment to those
with protected characteristics and would be used to review equality performance and identify future priorities
and actions.
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The four goals which make EDS2, and which the CCG is working towards achieving, are:
1. Better health outcomes for all
2. Improved patient access and experience
3. A representative and supportive workforce
4. Inclusive leadership at all levels
An extensive piece of work has started to assess WNCCG’s performance against two of the four goals:
2. Improved Patient Access and experience:
People, carers and communities can readily access hospital, community health or
primary care services and should not be denied access on unreasonable grounds
People are informed and supported to be as involved as they wish to be in decisions
about their care
People report positive experiences of the NHS
People’s complaints about services are handled respectfully and efficiently
3. A representative and supported workforce:
Fair NHS recruitment and selection processes lead to a more representative
workforce at all levels
The NHS is committed to equal pay for work of equal value and expects employers
to use equal pay audits to help fulfil their legal obligations
Training and development opportunities are taken up and positively evaluated by all
staff
When at work, staff are free from abuse, harassment, bullying and violence from any
source
Flexible working options are available to all staff consistent with the needs of the
service and the way people lead their lives
Staff report positive experiences of their membership of the workforce
Concentrating on these two goals will ensure that West Norfolk CCG will be able to do a thorough review
to get a full picture of the feelings of staff and patients.
The CCG has also commissioned an external provider to conduct a “deep-dive” investigation to gain a
fuller picture of the patient experience of West Norfolk CCG. Work has also been undertaken on the
“representative and supported workforce” element. The CCG is rated as “Achieving” in the goals of:
Commitment to Equal Pay; Staff are Free from Abuse, Harassment, Bullying and Violence at Work;
Flexible working; and Positive Workforce experience. The CCG is classed as “Developing” in its
Recruitment and Selection processes and Training and Development; this is due to the review of a
number of the CCG’s policies. Please see the attached summary report appendix 3 (goal 3.1-3.6)
KEY RISKS (in relation to CCG strategic objectives and statutory duties)
Clinical & Quality: N/A
Finance and Performance: Patient, public and stakeholder input will ensure that services are tailored for
the local community and may impact on commissioning budgets.
Reputation: The reputation of the CCG could be at risk if there is limited assurance in relation to the
Equality & Diversity agenda.
Legal: The constitution commits the CCG to involving members and the local community in planning
processes. Lack of such involvement could result in legal challenge.
Patient focus: Failure to acknowledge the patient
Information Governance: N/A
Conflicts of Interest: N/A
Equality Impact Assessment: N/A
Reference to relevant risk on the Governing Body Assurance Framework: None
RECOMMENDATION: The Governing Body is asked to note the contents of the report.
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Appendix 1
WRES template
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Appendix 2
WRES Action Plan
Nos.
1

2

3

4

5

Action
Undertake a data collection of staff and
Governing Body protected
characteristics to ensure that all who
wish to declare this information have
an opportunity to do so.
Where individuals do not wish to
disclose personal information the CCG
will aim to understand the reasons for
this.
Implement recruitment training for all
recruiting managers.
Add the following to the next staff
survey - Percentage of staff
experiencing harassment, bullying or
abuse from patients, relatives or the
public in last 12 months.
Follow up comments from staff survey
regarding - Percentage believing that
trust provides equal opportunities for
career progression or promotion to
gain an understanding of the concerns
Follow up comments from staff survey
regarding - In the last 12 months have
you personally experienced
discrimination at work from your
Manager to gain an understanding of
the concerns

Who
AGEM CSU/
Governance
Team

When
Before July 2018

Progress
To be reviewed at least monthly by the Governance Manager in
conjunction with AGEM CSU Workforce team to ensure
responses are being received and updated.

Status
On track

AGEM CSU/
Governance
Team
Governance
Team

Before end
September 2018

The Governance team have requested via AGEM CSU that all
recruiting managers are trained before the end of September;
this will form part of line manager training.
The Governance will liaise with the interim OD Consultant to
seek advice relating to a localised version of the national NHS
Staff Survey.

On track

AGEM CSU/
Governance
Team

Before end
November 2018

The Governance will liaise with the interim OD Consultant to
seek advice relating to a localised version of the national NHS
Staff Survey.

On track

AGEM CSU/
Governance
Team

Before end
November 2018

The Governance will liaise with the interim OD Consultant to
seek advice relating to a localised version of the national NHS
Staff Survey.

On track

Before end
September 2018
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On track

Appendix 3
EDS2 Summary
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