WORKFORCE RACE EQUALITY STANDARD ACTION PLAN

Action Plan to be monitored by Equality Diversity Group

NHS!

Great Western Hospitals
NHS Foundation Trust

Reporting of
ethnicity

To increase % of
staff reporting their
ethnicity

Options and proposals to encourage staff reporting of ethnicity to be
developed by the Head of Recruitment, considered by the HR Team and
reported to the E&D Group, including a trajectory of percentage
improvement

Head of Recruitment to review the recruitment process to ensure that adequate
information is provided around the need for ethnicity reporting and consideration of
points in the recruitment process when this information should be requested

Current score 93%
target 95% for 2018

Oct-17

Nov-17

Head of Recruitment
and Head of Payroll

Recruitment process has
been reviewed and data
now captured to monitor
diversity of applicants over
12 month period. The
'E&D Monitoring
Information' section of the
Trust Application records
ethnic origin subject to
candidate consent to
disclosure. Further
clarifying information can
be provided by the
recruitment team to
candidates on request
about the rationale for
completion of ethnicity
information to enable
accurate monitoring. It
should be noted that
disclosure is not
compulsory and so the
team will act with
discretion.

As above

Training and
CPD

To increase
likelihood indicator
of BME staff
accessing non
mandatory training

Academy to develop an awareness plan of training and CPD opportunities to BME
staff group to be reported to E&D Group in Oct-17

To ensure membership of BME on the Training and CPD panel

Current indicate (like
hood 1.11 white in
comparison to 1 BME)
improve by 0.5

Oct-17

Sep-17

CPD opportunities are
published to managers
and staff on a regular
basis

Head of Learning &
Development Academy

Panel membership is
being reviewed and is
being changed to reflect
different groups of staff

Shortlisting of
candidates

To increase
likelihood indicator
of BME employees

being appointed
following
shortlisting

Head of recruitment to review interview process to ensure E&D is considered
positively as part of the recruitment process.

Training recruiting managers on diversity, culture and bias to be approved by of
Equality & Diversity Group.

Consider options to support BME applicants during recruitment process

Introduction of survey for applicants unsuccessful at shortlisting and interview with
analysis of results to be reported to HR Team for review and learning

Current indicate (like
hood 1.67 white in
comparison to 1 BME)

improve to 1.5

Jan-18

Oct-17

Oct-17

Jan-18

Head of Recruitment

Recruiting Managers
currently short list without
any sight of the E&D
information to ensure
objective recruitment
without unfair bias or
discrimination. Regular
data capture of the E&D
statistics will be introduced
to allow review of this
area.

Current review underway,
action following the review in
October 2017 to be agreed

Support is offered to all
candidates and
candidates can contact
the recruitment team to
specify the support
required.

Over the last 12 month
period there have been
circa 14,000 unsuccessful
applicants. Every
unsuccessful candidate
should be offered
interview feedback and
recruitment training will
refresh this advice to
Recruiting Managers. A
survey is not feasible due
to the high numbers of
unsuccessful applicants
but the recruitment team
continue to engage with
unsuccessful candidates
to offer them feedback as
appropriate.
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