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Workforce Race Equality Scheme (WRES) Metrics
Data metrics
Measure

Survey metrics
2021/22

Proportion of Workforce from a BAME background

Comparator

Measure

2021/22 (DIHC)

Comparator

BAME

White

BAME

White

18.2%
15.9%

19.3%
13.2%

24.3%
20.0%

20.6%
15.9%

Percentage of staff who believe the Trust provides
equal opportunities for progression/ promotion

45.5%

73.3%

50.3%

66.0%

Percentage of staff who have personally
experienced discrimination at work from managers

11.4%

1.5%

12.7%

4.3%

26.7%

21.00%

Relative likelihood of white applicants being appointed
from shortlisting compared with BAME applicants

1.42

1.61

Relative likelihood of BAME staff entering a
disciplinary process

N/A

1.16

Percentage of staff experiencing harassment,
bullying or abuse from:
i) Patients, relatives or the public
ii) Staff

Relative likelihood of BAME staff accessing nonmandatory training

1.33

1.14

This outlines the key data (alongside overall workforce profile) as the DIHC WRES submission.
• There is strong representation in our overall staff profile at 26.7%.
• No staff have gone through a formal disciplinary process.
• The recruitment likelihood shows that candidates are 1.39 times more likely to get a job with DIHC if they are white.
• The training dates shows at white staff are 1.32 times more likely to access non-mandatory training
The detailed data and narrative follows later in this report.
• In terms of survey outcomes, staff from a white background indicate they experience more bullying, harassment or abuse from patients or the public, than BAME colleagues, but
conversely, BAME colleagues experience greater levels of this from staff.
• Levels of discrimination experienced by BAME staff are also significantly different to white staff.
• When it comes to career progression, BAME colleagues are clearly indicating they feel they have less opportunities than white staff, and this is clearly not acceptable.
• DIHC results are better than peers, except in the likelihood of accessing non-mandatory training and belief around equity of career progression. Regardless of comparisons, it is
critical to reiterate intolerance of any levels of disparity, inequity or discrimination.
The EDI strategy and objectives have focused work on inclusive recruitment, just and learning culture, development for under-represented groups, introduction of the Resolution and
Restoration Framework, and training on anti-racism and inclusivity for all.
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Workforce Profile (All Staff) – Ethnicity

Band

Percentage of Black,
Asian or Minority
Ethnic Staff

2

6%

3

10%

4

25%

5

15%

6

17%

7

33%

8a

59%

8b

38%

8c

43%

9

0%

VSM

7%

Medical

27%

Summary
DIHC workforce is overall more representative that the Dudley population, seeing 26.7% of
staff from a Black, Asian and Minority Ethnic background and Dudley population at 14%.
There is a difference in the proportions in the pay bands. There is good representation from
Black, Asian and Ethnic Minority staff at bands 8C, 8B, 8A and band 7 which is positive. These
bands however, are where employee numbers are much lower, with the exception of band 7.
In the bands where there are greater numbers of employees, the proportionality is lower, with
the exception of band 7.
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Workforce Profile (Clinical Staff) – Ethnicity

Summary
Representation from a clinical staff perspective is positive in the higher pay
bands (7 and above but excluding VSM). The proportions of clinical staff in the
lower pay bands follows a similar trend to the all staff profile.
Workforce numbers in the lower bands of clinical / patient facing staff in lower
bands are smaller, such as support workers. A large bulk of the clinical staff in
the higher bands are within pharmacy and AHP workforce.
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Workforce Profile (Non-Clinical Staff) – Ethnicity

Summary
Representation from a non-clinical staff perspective shows mostly an opposite
trend to the all staff and clinical staff profiles, but with still a good representation
level in band 7.
There is a significant representation gap at senior levels from a managerial /
leadership perspective and also in some lower pay bands.
The strategic objectives outline the expectation to focus work on improving the
known gaps.
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Workforce Supply Data – Ethnicity

White applicants to DIHC are 1.42 times more likely to be appointed that applicants who are
Black, Asian or Minority Ethnic.
DIHC should be aiming for this to becomes an even picture over time and this is a key focus
of the EDI strategy and objectives.
There are several approaches being trialled to support this necessary change.
Last year’s national WRES data showed that across the NHS this figure was 1.59 and
therefore, whilst not satisfied with the outcome for DIHC, it does demonstrate a stronger
position than the NHS generally and many of our local peers currently.
Total actual applications for posts in the period was 742 white and 552 BAME, of which 39%
and 30% were shortlisted respectively. This again indicates that whilst we see a good level of
applications from BAME individuals, there is disparity in the proportion shortlisted.
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Race Disparity Data
The national Workforce Race Equality Strategy
asks for organisations to regularly review the
race disparity across pay bands.
The Midlands Race Equality Strategy set out
the aspiration to see a minimum of 19%
representation at all pay band levels by 2025.
There are 6 High Impact Recruitment Actions
aligned to this goal and DIHC has objectives
that are working towards achieving these
actions.
DIHC sees achievement (or above) of this in
bands 2, 5, 7, 8a, 8b and 8c, and near target in
Band 6 and VSM/medical.
The red indicates where we are below the
2023 DIHC target.
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Equality Objectives and Plans
WRES Specific Identified Actions
DIHC have published a new EDI Strategy and have therefore identified the key actions within the strategy that will align
the specific issues identified in the 2021/22 WRES data. Monitoring of the actions will occur through our governance
structure. There are detailed delivery plans in place.
The referenced objectives are shown on the following slides:

WRES required actions

Objectives that align

Tackle disparity in bullying, harassment and abuse, and
discrimination

4a and 4b

Address the recruitment gap

3a, 3b and 3c

Supported career progression plans for black, Asian and
minority ethnic staff

3c
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Equality Objectives and Plans
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Equality Objectives and Plans

10

