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Introduction

1  Name of organisation

Name of organisation:

St Christopher's

2  Date of report

Month/Year:

Jul 2019

3  Name and title of Board lead for the Workforce Race Equality Standard

Name and title of Board lead for the Workforce Race Equality Standard :

Joanna Donaldson

4  Name and contact details of lead manager compiling this report

Name and contact details of lead manager compiling this report:

Mandy Piper-Killick, Director of People and Organisational Development

5  Names of commissioners this report has been sent to

Complete as applicable::

Caroline Gilmartin (Southwark CCG), Richard Croydon (Lambeth CCG), Michael Johnston (Bromley CCG), Lucky Hossein (Croydon CCG), Corinne Moocarme

(Lewisham CCG)

Workforce Race Equality Standard reporting template

6  Name and contact details of co-ordinating commissioner this report has been sent to

Complete as applicable.:

Corrine Moocarme, Joint Commissioning Lead Community Support and Care NHS Lewisham and London Borough of Lewisham

7  Unique URL link on which this report and associated Action Plan will be found

Unique URL link on which this Report and associated Action Plan will be found:

http://www.stchristophers.org.uk/governance

8  This report has been signed off by on behalf of the board on

Name::

Joanna Donaldson

Date::

July 2019

Background narrative

9  Any issues of completeness of data

Any issues of completeness of data:

We are aware and are working towards improved ethnicity reporting to support with the measurement of all WRES indicators.

10  Any matters relating to reliability of comparisons with previous years

Any matters relating to reliability of comparisons with previous years:

N/A

Self reporting

11  Total number of staff employed within this organisation at the date of the report:



Total nuber of staff employed within this organisation at the date of the report:

574

12  Proportion of BME staff employed within this organisation at the date of the report?

Proportion of BME staff employed within this organisation at the date of the report:

16.7%

13  The proportion of total staff who have self reporting their ethnicity?

The proportion of total staff who have self–reported their ethnicity:

95.1%

14  Have any steps been taken in the last reporting period to improve the level of self reporting by ethnicity?

Have any steps been taken in the last reporting period to improve the level of self-reporting by ethnicity:

The HR team encourage staff to access the HR Self-Service system to view and update their data. E&D monitoring forms are issued at the recruitment stages

and again on the first day of employment if required.

Since the last report, a Workforce Profile presentation was delivered at our Information Exchange and E&D Group, to raise awareness on the importance of

self-reporting, the impact of under-reporting and our intentions to fully understand and monitor our WRES indicators.

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

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

We are in the implementation stages of introducing a new Applicant Tracking System. This system will digitalise much of the paper forms issued to candidates

during the recruitment process.

The E&D monitoring form will now become an online, mobile phone friendly pro forma that will in time, link directly to our new HR Information System. We

anticipate that this will increase the opportunity to capture E&D data as well as enable us to report more easily on our candidates and new starters.

Workforce data

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

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

1 July 2018 to 30 June 2019

Workforce Race Equality Indicators

17  Percentage of staff in each salary range of £10k compared with the percentage of staff in the overall workforce. Very Senior Managers

(VSM) salaries generally begin at £100k (including executive Board members). Organisations should undertake this calculation separately

for non-clinical and for clinical staff.

Data for reporting year:

BME Staff represent;

23.2% of staff in Clinical roles and 22.76% of staff in non clinical roles equivalent to Band 1-4

15% of staff in Clinical roles and 11% of staff in non clinical roles equivalent to Band 5

12% of staff in Clinical roles and 0% of staff in non clinical roles equivalent to Band 6

5.5% of staff in Clinical roles and 15% of staff in non clinical roles equivalent to Band 7

0% of staff in Clinical roles and 12.5% of staff in non clinical roles equivalent to Band 8

Data for previous year: 

This was reported in a different way. We used the AfC Band equivalents to compare BME and White staff salaries. 

 

Previously BME staff represented 

19.7% of staff in Clinical roles and 24% of staff in non clinical roles equivalent to Band 1-4 

 

15% of staff in Clinical roles and 11% of staff in non clinical roles equivalent to Band 5 



12% of staff in Clinical roles and 0% of staff in non clinical roles equivalent to Band 6 

 

5.5% of staff in Clinical roles and 15% of staff in non clinical roles equivalent to Band 7 

 

0% of staff in Clinical roles and 12.5% of staff in non clinical roles equivalent to Band 8 

 

 

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:

We have recently reviewed our recruitment policies and procedures and conducted an Equality Impact Assessment. We have shared the recommendations with

the policy author, and the E&D Group is monitoring the actions/changes.

The HR Directorate and E&D Group will review the WRES data, and from this, develop some meaningful actions as part of the ongoing work of the People and

Workforce Development Strategy (PWDS) and E&D Group.

Since the last WRES report, the E&D Group has formally moved into our Governance structure, reporting into the Workforce Development Committee and is part

of the P&WDS.

18  Relative likelihood of staff being appointed from shortlisting across all posts.

Data for reporting year:

White staff are 3 times more likely to appointed from shortlisting than BAME.

Data for previous year:

Last year 21% of BME applicants were appointed compared to 61% of White applicants (18% were unknown at the time of the report). This year, we have

appointed 25% of BME applicants compared to 75% of White applicants.

The implications of the data and any additional background explanatory narrative:

The data presented refers to the ethnicity of applicants appointed to roles and includes internal movement and promotions. It is our intention to record the

ethnicity of all applicants, not just the ones appointed to roles, as part of the implementation of our new Applicant Tracking System.

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

As stated above, we are in the process of implementing an Applicant Tracking System that will capture the ethnicity of all applicants which will enable us to

monitor this more closely. A number of our recruiting managers and all of the HR recruting team have completed the on-line Safer Recruitment training. We are

finalising some additional inhouse recruitment training for a number of recruting managers, which will include a focus on unconscious bias and will take place in

the autumn.

The E&D Group now have responsibility for monitoring the WRES indicators and associated action plans. This responsibility is formally built into the Terms of

Reference for the group.

19  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.

Data for reporting year:

BME staff are 1.75 times more likely to enter a formal disciplinary process than white staff.

Data for previous year:

There were no disciplinaries involving BME staff. The only disciplinary process that took place involved a white member of staff.

The implications of the data and any additional background explanatory narrative:

This year there were 11 formal disciplinary processes including one dismissal at the probation review hearing. Just under 50% of these cases were from 1

particular incident, involving several staff from one service. This service has a higher than average percentage of BME staff.

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

We continue to make the staff handbook and policies available for all staff. These are now easily accessible on the staff intranet. Additionally, the HR department

has put on several People Management courses throughout the year in various formats and content. Great emphasis is put on exhausting informal procedures in

the first instance.

A review of our disciplinary processes has led to the creation of "The Role of the Disciplinary Chairperson" to ensure consistency, impartiality at all times and

managers with responsibility for hearing such cases have all received training to cover this.

20  Relative likelihood of staff accessing non-mandatory training and CPD.

Data for reporting year:

100% of BME staff who submitted an application, successfully accessed non mandatory training.



Data for previous year:

100% of BME staff who submitted an application, successfully accessed non mandatory training.

The implications of the data and any additional background explanatory narrative:

All staff can apply for training and development opportunities through submitting an application form to their manager (to confirm their support) and then onto the

Director of People and Organisational Development on behalf of the Workforce Development Committee for approval.

Of the 96 applications for non-mandatory training, 19 were BME staff. All 19 Applications were approved.

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

The Training and Development Framework ensures training opportunities are equally available for all.

We will continue to monitor the WRES indicators via the E&D Group

Workforce Race Equality Indicators

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

White:

0.35%

BME:

White:

1.7%

BME:

0%

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:

Our data and quality team is working on a new incident reporting system that will enable improved reporting on incidents relating to staff. We have specifically

requested the incident reports record the ethnicity and other diversity characteristics to support with the measurement of this WRES indicator.

22  KF 26. Percentage of staff experiencing harassment, bullying or abuse from staff in last 12 months.

White:

0.3%

BME:

0%

White:

0%

BME:

0%

The implications of the data and any additional background explanatory narrative:

This data is based on formal/informal allegations or complaints of bullying, harrasment or abuse received in the HR department. Currently, the Staff Survey does

ask a question about staff experiences of bullying but the responses are anonymised.

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

All staff have access to the Greivance Policy and Procedure via the staff intranet and handook.

The E&D Group are exploring the possibility of introducing an Equality Survey. This will enable us to capture feedback from staff who may not necessarily pursue

their concerns via informal or formal routes.

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

White:

Unknown

BME:

Unknown

White:

Unknown



BME:

Unknown

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:

The E&D Group will explorethe possibility of introducing an Equality Survey. This will enable us to capture feedback from the different staff groups.

We continue to advertise our vacancies both internally and externally to ensure staff have equal opportunity to career progression.

24  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:

0%

BME:

0%

White:

0%

BME:

0%

The implications of the data and any additional background explanatory narrative:

This data is based on formal/informal allegations or complaints of discrimination received in the HR department.

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

We have introduced a new question on equality in the existing staff survey.

As previously mentioned, we plan to incorporate Unconcious Bias training into our Recruitment training for Hiring Managers.

Workforce Race Equality Indicators

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

White:

85.8% of the Board of Trustees is white, which is a +2.5% percentage difference compared to the overall workforce.

BME:

14.2% of the Board of Trustees is of BME background, which is a -2.5% difference compared to the overall workforce.

White:

100% of the Board of Trustees was white

BME:

0% of the Board of Trustees was BME, which was a -14.9% difference compared to the overall workforce.

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:

Following a partially targeted recruitment campaign, using 'Inclusive Boards' to support our commitment to ensure a diverse candidate pool. We have succesfully

appointed 3 new members to the Trustee Board, 2 of whom are BME.

26  Are there any other factors or data which should be taken into consideration in assessing progress?

Are there any other factors or data which should be taken into consideration in assessing progress?:

As we become more familiar with the WRES indicators and our E&D group assume its responsibility for monitoring the WRES action plan, we continue to fine

tune the workforce data that we record.

We are committed to investing in the technology to support with our reporting requirements.

27  Organisations should produce a detailed WRES action plan, agreed by its board. It is good practice for this action plan to be published

on the organisation’s website, alongside their WRES data. Such a plan would elaborate on the actions summarised in this report, setting

out the next steps with milestones for expected progress against the WRES indicators. It may also identify the links with other

workstreams agreed at board level, such as EDS2. You are asked to provide a link to your WRES action plan in the space below.

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.:

www.stchristophers.org.uk/governance
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