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At NECS, we pride ourselves on always being there, alongside customers and their communities, to 
achieve better outcomes for patients.
The WRES report has been completed since 2016 and each year we aim to continually improve 
on the last. This year’s report shows that we have made progress in relation to our data collection 
processes, meaning we are now able to report effectively on every WRES indicator and as a result, 
have a clear view of the challenges we face in relation to the WRES in order to improve experiences 
for our BAME colleagues. 
While we are making steps in the right direction on reporting, the data shows us that we still need 
to make changes, particularly in our recruitment processes which aligns with the NHS People Plan 
actions.
In the next year we will strive to become a more diverse workforce and attract talent, particularly 
from the BAME community.
Our value of dignity and respect, outlines that we will create an environment of inclusivity and 
we continue to embed this culture with actions aligned to our beliefs. We have a zero tolerance 
approach towards bullying and harassment in our workplace and we always want people in our 
organisation to feel valued. 
Our aim is to continue challenging ourselves to show this in the way we work, going forward. 

Stephen Childs, Managing Director  September 2021

Foreword
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In 2014, NHS England and the NHS Equality and Diversity Council agreed action to ensure employees from Black and 
Minority Ethnic (BAME) backgrounds have equal access to career opportunities and receive fair treatment in the workplace. 

It was agreed that a Workforce Race Equality Standard (WRES) should be developed, and in April 2015 it was made available 
to the NHS. All NHS organisations including CCGs, Trusts and CSUs as well as national organisations are encouraged to 
implement the WRES in an open and transparent way to help to show the national, clinical and commissioning workforce. 
NECS has produced a WRES report since 2016 and looks to make continuing improvement year on year.

The first phase of the WRES focused on supporting the system to understand the nature of the challenge of workforce race 
equality and for leaders to recognise that it was their responsibility to help make the necessary changes.

The second phase of the WRES will focus on enabling people to work comfortably with race equality. 

Continuous embedding of accountability to ensure key policies have race equality built 
into their core, so that eventually workforce race becomes everyday business.

About the WRES
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WRES Indicators

Workforce indicators 

For each of these four workforce indicators, compare the data for white and BME staff

1. Percentage of staff in each of the AFC bands 1- 9 and VSM (include executive board members) compared with the percentage of staff in 
the overall workforce Note: Organisations should undertake this calculation separately for nonclinical and for clinical staff

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

3. Relative likelihood of staff entering the formal disciplinary process, as measured by entry into a formal disciplinary investigation.   
Note: This indicator will be based on data from a two year rolling average of the current year and the previous year. 

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

National NHS staff Survey indicators (or equivalent)

For each of the four staff survey indicators, compare the outcomes of the responses for white and BME staff.

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

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

7. KS 21 Percentage believing that trust provides equal opportunities for career progression or promotion.

8. Q 217. In the last 12 months have you personally experienced discrimination at work from any of the following? b) manager/team leader 
or other colleagues.

Board Representation indicator

For this indicator, compare the difference for white and BME staff

9. Percentage difference between the organisation’s Board voting membership and its overall workforce Note: Only voting members of the 
Board should be included when considering this indicator 
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Our workforce 2020/2021

What have we done over the last year?
• ESR data cleanse including targeted communications, has  reduced the amount of undisclosed ethnicity data we hold as an organisation (reduced from 12% to 6%) which means we have 

more of an understanding of our ethnic diversity as an organisation. 
• We have signed up to the North East and North Cumbria ICS Collective Promise to Black, Asian and minority ethnic colleagues and communities, actively promoting its values through our 

Equality Objectives and the WRES action plan
• Mandatory recruitment and selection training refresher for recruiting managers which included a focus on unconscious bias
• Numerous safe space conversations have been offered to all staff with a focus on our Black, Asian and Minority Ethnic staff lived experiences at two of those sessions.
• EDI statement included within all job advertisements as standard

What are we planning to do in the year ahead?
• Continued in depth analysis of recruitment and selection processes to develop an action plan in line with the NHS People Plan requirements
• Introduce a refresher period for recruitment training including developing an appropriate training schedule and log to monitor compliance for recruitment and selection training 

procedures.
• Develop a random sample audit of completed recruitment drives to obtain further EDI insights.
• Continue to work to improve disclosure of ethnicity across the workforce, by sharing with people why it’s important to monitor this information 

Workforce as 
of 31 March

2019/20 2020/21

WHITE

BAME

UNDISCLOSED

TOTAL

86%

8%

6%

100%

1398

123

97

1618

83%

5%

12%

100%

1093

65

157

1315

We are proud that NECS has continued to report on WRES since 2016 and we have 
comparative data to reference. In order to identify where improvements have been made, 
and ongoing improvements, we have compared the 2020-21 data with that of 2019-20. 

What is the data telling us?

Out of the 1618 staff  employed by NECS in March 2021, 123 (8%) identified as BME and 1398 (86%) 
stated their ethnicity as white. The remaining 97 (6%) of staff do not state their ethnicity currently.

The overall workforce for NECS has increased in the last year and with it so has the number of BAME 
colleagues  in our organisation up 3% from 65 to 123 (of those disclosing ethnicity).

A key action in our previous WRES action plans has been to improve the level of disclosing of ethnicity 
the table highlights this has improved in 2020/21 with 6% of people not disclosing in the previous WRES 
this was 12%.

However although the level of undisclosed ethnicity rate has reduced this year from 157 (11.4% of the 
overall workforce) to 97 (6% of the overall workforce). This is still an area which requires attention.
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Indicator 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 disaggregated by: non-clinical staff/clinical staff

What is the data telling us? 
From the data we hold, we know that 8% of our workforce identify as BAME and 86% white. 
There is a slightly higher number of BAME staff in band 3 roles, which can be attributed to the ‘NECS 
100’ graduate intern and apprenticeship recruitment undertaken during 2020-21, which aimed to bring 
diverse talent into the organisation.
Band 7 is the highest populated band in the organisation, with the highest proportion of colleagues of 
white ethnicity, and following Band 3 the highest number of BAME colleagues. As of March 2021, no 
colleagues at VSM level reported as BAME. 

What have we done in the last year? 
• Launched the first cohort of NECS 100 graduate recruitment and apprenticeships aiming to bring more 

diverse talent into the organisation. 
• Aspirant Director Development programme designed to develop senior talent and improve succession 

within the organisation for future leaders 
• Safe space conversations have been offered to all staff with a focus on our Black, Asian and minority 

ethnic staff experiences at two specific sessions

What are we planning to do in the year ahead? 
• Launch the second cohort of NECS 100 recruitment programme to continue to diversify new talent
• Engage with the Consultancy E&D and recruitment task & finish groups to share learning across the 

whole of NECS
• Undertake a ‘reverse mentoring’ programme, providing opportunities to colleagues from under-

represented groups to have a reciprocal mentoring relationship with senior level colleagues
• BAME colleagues in roles above Band 7 will be supported to access leadership development 

programmes
• Promotion of the NEY Leadership Academy ILM5 Coaching course targeted at BAME colleagues 
• Utilise staff networks to promote development and career progression opportunities as part of newly 

developed BAME staff networks 
• Undertake further analysis to understand if there are themes that can be attributed to potential 

concerns around retention and internal promotion of BAME staff 
• Launch the Aspirant Director Development programme to increase the readiness of a diverse group of 

leaders for future Director opportunities. 

2019-20 2020-21

Band 1-7 
Band 8A-9
VSM
Other

BAME
3.6%
1.4%
0.0%
0.0% 

BAME
5.9%
1.7%
0.0%
0.0% 

WHITE
58.9%
23.8%

0.5%
0.0%

WHITE
64.5%
21.5%

0.4%
0.0% 

NOT DISCLOSED
9.4%
2.4%
0.2%
0.0% 

NOT DISCLOSED
4.3%
1.7%
0.0%
0.0%

2020 2021

1a) Workforce

Under Band 1
Band 1
Band 2
Band 3
Band 4
Band 5
Band 6
Band 7
Band 8a
Band 8b
Band 8c
Band 8d
Band 9
VSM

Measure

Headcount
Headcount
Headcount
Headcount
Headcount
Headcount
Headcount
Headcount
Headcount
Headcount
Headcount
Headcount
Headcount
Headcount

White

0.0%
0.0%
0.9%
5.9%
6.3%

13.7%
14.7%
17.4%
10.4%

7.2%
3.3%
1.8%
1.1%
0.5%

White

0.0%
0.0%
0.6%

10.3%
6.4%

15.8%
14.5%
17.0%

8.7%
6.2%
3.5%
2.2%
1.1%
0.4%

BME

0.0%
0.0%
0.1%
0.5%
0.2%
1.1%
0.7%
1.1%
0.5%
0.7%
0.1%
0.0%
0.1%
0.0%

BME

0.0%
0.0%
0.0%
1.9%
0.4%
1.2%
0.9%
1.5%
0.6%
0.7%
0.1%
0.1%
0.1%
0.0%

Ethnicity
Unknown

0.0%
0.0%
1.3%
2.7%
1.1%
2.0%
1.3%
1.1%
0.9%
0.5%
0.5%
0.2%
0.2%
0.2%

Ethnicity
Unknown

0.0%
0.0%
0.0%
0.8%
0.7%
0.3%
1.1%
1.4%
0.7%
0.4%
0.2%
0.3%
0.1%
0.0%

Verified 
Figures

Verified 
Figures

Verified 
Figures

Verified 
Figures

Verified 
Figures

Verified 
Figures
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Indicator 2 - Relative likelihood of staff being appointed from shortlisting across all posts
What is the data telling us?

These diagrams show the overall number of shortlisted and appointed applicants 
from BAME and White staff for the reporting period. This information is broken down 
further to show the relative likelihood ratio of BAME staff being appointed from 
application and shortlisting compared to White counterparts:

The data shows that the likelihood of being appointed from shortlisting was 14.2% 
for white staff (up from 9.35% last year). The likelihood of BAME staff being 
appointed has also increased from 4.38% to 6.56%, but is still much lower than white 
counterparts.

This ratio for the likelihood of being appointed is 2.16 more likely for those identifying 
as white compared to BAME applicants. This ratio is a slight increase on last years ration 
of 2.13 and therefore recruitment and selection continues to be an area of focus for 
the organisation.

What have we done in the last year?

• Included diversity statements on all job advertisements clearly encouraging applicants 
from diverse backgrounds and promoting the NECS values 

• Reviewed training packages in place, refreshed recruitment and selection training 
inclusive of an Unconscious Bias element

• Initiated research in to the effect of having a diverse recruiting panel on the 
recruitment of a more diverse workforce

What are we planning to do in the year ahead? 

• Continue in depth analysis of recruitment and selection processes to develop an 
action plan in line with the NHS People Plan requirements, utilising the pilot findings 
as appropriate

• Undertake more research and look to best practise to identify how the organisation 
can increase the number of applications from the BAME community

• Schedule an increased number of EDI training sessions with the aim of broadening 
awareness 

• Review the material contained on the website and intranet to ensure that it is 
consistent with our objective to increase diversity and increase the number of 
applications from the BAME community 

 

Shortlisted and appointed applicants by ethnicity 
2019/20 and 2020/21 comparative data

2019-20 Number
Shortlisted 
applicants

2020-21 Number
Shortlisted 
applicants

2019-20 Number
appointed following 
shortlisting

2020-21 Number
appointed following 
shortlisting

2000

1800

1600

1400

1200

1000

800

600

400

200

0
2019-20 2020-21

9.
35

%

14
.2

0%

4.
38

%

6.
58

%

95
.2

4%

3.
28

%

White         Bame      UndisclosedWhite         Bame      Undisclosed

Relative likelihood of 
appointment from shortlisting %

               White        BAME      Undisclosed 

2019-20 Number shortlisted applicants    1605  251  42

2019-20 Number appointed following shortlisting  150  11  40

2020-21 Number shortlisted applicants    1887  457  61

2020-21 Number appointed following shortlisting  268  30  2

2019-20 Relative likelihood of White staff being 
appointed in comparison to BAME counterparts

2020-21 Relative likelihood of White staff being 
appointed in comparison to BAME counterparts

               Ratio

2.13

2.16
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Indicator 3 - 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 previous year) 

What is the data telling us?
To protect the anonymity of staff we have combined two year’s worth of disciplinary data.
The data shows that there was only one member of staff  entered into a formal disciplinary process in 
2020/2021 period and their ethnicity was white.
However the 2 year rolling average figures show that due to the small numbers reported BAME staff 
are more likely to enter into formal disciplinary procedures with 1.63% of the BAME headcount 
entering procedures in comparison to 1.14% of white staff.
To note:  Percentage difference may be misleading due to small numbers reported.

What have we done in the last year? 
• Continued an informal resolution approach in line with ACAS best practice
• NECS and NHS values incorporated into induction training for staff and all new managers
• Designated directorate HR Business Partners continue to lead on Employee Relations issues. Data is 

reported in monthly MI to Heads of Service and an ER case log is maintained 

What are we planning to do in the year ahead? 
• Data will continue to be recorded on disciplinary proceedings in 2021/22 

NECS       2020    2021 

      White  BAME White  BAME

Number of staff in workforce   1093       65   1398      123

Number of staff entering 
formal disciplinary         15         2         1  0

Percentage of staff entering 
formal disciplinary 
(based on total headcount) 1.37% 3.08% 0.07%        0%

Relative likelihood ratio of 
BME staff entering formal 
disciplinary process in 
comparison to white staff   2.24    0 

NECS 2 year rolling average    2019-2021 

         White       BAME

Number of staff in workforce (2021)     1398  123

Number of staff entering formal disciplinary       16      2

Likelihood of staff entering formal disciplinary 
(% of headcount)      1.14%      1.63%
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Indicator 4 - Relative likelihood of staff accessing non-mandatory 
training and Continued Professional Development (CPD) 

What is the data telling us?
The uptake of non-mandatory training has increased for both white and BAME staff members
The percentage of BAME staff accessing non-mandatory training has increased from 14% to 
34%
White staff accessing non-mandatory training has also increased from 20% to 37% showing 
that the percentages for the two groups have only a small difference

The relative likelihood ratio of white staff accessing mandatory training in comparison to 
BAME staff has reduced from 1.44 to 1.07

To note:  Percentage difference may be misleading due to small numbers reported.

What have we done in the last year? 
• Researched and evidenced best practice, in conjunction with other NHS organisations, on 

the most effective way to collate data for this indicator
• Effectively collated non-mandatory training data from the internal  learning site utilised to 

book training 

What are we planning to do in the year ahead? 
• Explore the development of automated process to collate non- mandatory training data from 

the Learning site
• Research and develop methods to collate CPD data for future WRES reports for example 

information recorded on Personal Development Plans
• Ensure that training opportunities are appropriately promoted to all staff via organisational 

wide communication processes and line manager cascade
• Analyse the teams that do/don’t regularly access training and promote opportunities to 

those under utilising development options

NECS       2019-2020 2020-2021 

       White  BAME White  BAME

Number of staff in workforce     1093       65    1398     123

Number of staff accessing  
non mandatory training       218         9       511       42

Percentage of staff accessing 
non mandatory training
(% of headcount)       20%     14%      37%     34%

Relative likelihood of white 
staff accessing non mandatory 
training and CPD in complarison 
to BAME staff      1.44    1.07 
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Indicator 5/6 - 
National NHS Staff Survey Indicators 2020

What is the data telling us?
Indicator 5 – Percentage of staff experiencing harassment, bullying or abuse from patients or public 
in last 12 months
NECS results are slightly better than the CSU benchmark median for 2020 with 4.7% white staff reporting 
bullying and harassment from patients or public (7.0% CSU median) and 0 BME staff reporting (5.8% CSU 
median). It is worth noting that Midlands & Lancashire and NECS were the only CSUs to undertake 
the survey in 2020 which therefore means a small benchmarking group.
These figures are also much lower than last years results which showed 23% white staff and 21% BME staff 
reporting bullying and harassment from patients or public.

Indicator 6 – Percentage of staff experiencing harassment bullying or abuse from staff in last 12 
months
NECS results are slightly worse than the CSU benchmark median for 2020 with 15.8% white staff reporting 
bullying and harassment from patients or public (15.4% CSU median) and 20% BME staff reporting (17.2% 
CSU median). 
In comparison with last years’ results, the percentage of white staff reporting bullying and harassment has 
slightly increased by just over 1% (2019 -14%, 2020 15.4%).
The percentage of BME staff reporting has reduced by around 15% (2019 35%, 2020-20%).
To note:  Percentage difference may be misleading due to small numbers reported

What have we done in the last year? 
• Undertaken the national NHS Staff Survey, with a 66% completion rate
• Continued to encourage staff to complete the NHS survey for improved completion rates to ensure the data 

is representative 
• Set up a staff survey task and finish group to engage the workforce in owning the actions developed 

following 2020 staff survey analysis 
• Utilised the NHS staff survey WRES dashboard for data analysis

What are we planning to do in the year ahead? 
• Undertake the 2021 NHS Staff Survey for consistency and comparison
• Develop and deliver workshops on ‘Bullying and Harassment’ and how to tackle any issues constructively 
• Continue to reiterate NECS zero tolerance against bullying and harassment
• Targeted bullying and harassment training is now scheduled for November 2021
• Continue the monitoring of actions from the staff survey (which includes a focus on these indicators) as part 

of the NECS NHS Staff Survey Task and Finish Group

Indicator 5

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

100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%
2020

White Staff Organisation Result      White Staff Benchmark Group Median      BME Staff Organisation Result      BME Staff Benchmark Group Median

Indicator 6

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

100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%
2020

CSU benchmark group median: 
7.0 % of White Staff 
5.8% of BME Staff

NECS Results:
4.7% of 804 White Staff Respondent
0.0% of 55 BME Staff Respondents

CSU benchmark group median: 
15.4% of White Staff 
17.2% of BME Staff

NECS Results:
15.8% of 804 White Staff Respondents 
20% of 55 BME Staff  Respondents 
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Indicator 7/8 - 
National NHS Staff Survey Indicators 2020

Indicator 7

Percentage of staff believing 
that the organisation provides 
equal opportunity in relation to 
career progression or promotion

100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%
2020

Indicator 8

Percentage of staff in the last 12 months 
that have personally experienced 
discrimination at work from their 
manager/team leader/colleagues.

100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%
2020

What is the data telling us?
Indicator 7 – Percentage of staff believing that the organisation provides equal opportunity in 
relation to career progression or promotion.

NECS results are slightly worse than the CSU benchmark median for 2020 with 90.2% white staff 
believing the organisation provides equal opportunities for progression/ promotion (91.1% CSU median). 
Only 63.9% of BME staff respondents agree with the statement for NECS (66.1% CSU median). 
In comparison with 2019, the percentage of all staff agreeing with the statement has reduced slightly 
with a reduction of just under 2% for white staff (2019 - 93%) and a reduction of just over 4% for BME 
staff (2019 - 68%). 

Indicator 8 – Percentage of staff in the last 12 months that have personally experienced 
discrimination at work from their manager/team leader/colleagues.

NECS results are slightly worse than the CSU benchmark median for 2020 with 4.6% of white staff 
(4.2% CSU 2020 median) and 14.5% BME staff (13% CSU median) stating that they have experienced 
discrimination at work from their manager/team leader/colleagues.
These figures have slightly increased in comparison with last years results by 1.2% for white staff (2019 – 
3%) and 0.5% for BME staff (2019-14%). 
To note:  Percentage difference may be misleading due to small numbers reported

What have we done in the last year? 
• Implemented the ‘Developing our Leadership’ programme for Bands 8a>, graduates and interns
• Undertaken the national NHS Staff Survey, with a 66% completion rate
• Continued to encourage staff to complete the NHS survey for improved completion rates to ensure the 

data is representative 
• Set up a staff survey task and finish group to engage the workforce in owning the actions developed 

following 2020 staff survey analysis 
• Utilised the NHS staff survey WRES dashboard for data analysis

What are we planning to do in the year ahead? 
• Continue the monitoring of actions from the staff survey (which includes a focus on these indicators) as 

part of the NECS NHS Staff Survey Task and Finish Group
• Deliver a Senior Leadership Programme for Band 8b+
• Launch staff networks(s) including a BAME/Ethnicity Network incorporating Executive/Director level 

sponsors as part of the Governance arrangements
• Update the NECS Talent Management Framework and provide trainingWhite Staff Organisation Result      White Staff Benchmark Group Median      BME Staff Organisation Result      BME Staff Benchmark Group Median

CSU benchmark group median: 
91.1% of White Staff 
66.1% of BME Staff

NECS Results:
90.2% of 579 White Staff Respondents
63.9% of 36 BME Staff  Respondents

CSU benchmark group median: 
4.2% of White Staff 
13% of BME Staff

NECS Results:
4.6% of 798 White Staff 
14.5% of 55 BME Staff  
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Indicator 9 - Percentage difference between (i) the organisation’s Board voting membership and its overall 
workforce and (ii) the organisation’s Board executive membership overall workforce

What is the data telling us?
NECS currently has no recorded substantive BAME members of the 
Executive Team. Following last years report, every member of the 
Executive now reports their ethnicity status.

What have we done in the last year? 
• Communicated the importance of providing ethnicity detail and provided 

support to increase staff knowledge and awareness. This has resulted in all 
Executive appointments providing their data.

• Encouraged colleagues to record their data on ESR to further improve on the 
workforce data the organisation holds

• Facilitated safe space conversations which included Executive and SMT 
representatives. Conversations were in response to feedback and therefore had 
a particular focus on BAME staff and their lived experiences

• Utilised insights from staff to start developing appropriate staff networks in 
NECS

• Signed up to the NENC ICS BAME Collective Promise
• Delivered Leadership development programmes  
• Aspirant Director Programme developed 
• Monitoring our Model Employer goals as part of the NHS People Plan activity
• Executive team and Senior Leaders all offered ENEI EDI Leadership workshop

What are we planning to do in the year ahead? 
• Continue to deliver Leadership development programmes 
• Launch Aspirant Director Programme so that all levels in the organisation are 

able to access suitable development options
• Launch staff networks(s) including a BAME/Ethnicity Network which will  

incorporate Executive team/Director level sponsors as part of its Governance 
arrangements

• Explore working with nationally recognised experts to understand and make 
changes 

WRES 
INDICATOR 9 
2019-20  BAME White NOT DISCLOSED BAME White NOT DISCLOSED

TOTAL 
WORKFORCE      65   1093                       157    5.0% 83.0%                 12.0%

BOARD         0         5                       1        0%      83.30%                16.70%

WRES 
INDICATOR 9 
2020-21  BAME White NOT DISCLOSED BAME   White NOT DISCLOSED

TOTAL 
WORKFORCE    123   1398                         97    8.0%   86.0%                  6.0%

BOARD         0         6                       0        0%     100.00%                 0.00%



14
necsu.nhs.uk

ACTION PLAN 2020/21  This is a high level plan of centrally coordinated actions aligned to the WRES indicators 
and our areas of focus following our WRES analysis. We understand transformational change does take time 
and therefore the impact of these changes will be seen over the next several years.

WRES Action Number

1

2

3

4

WRES Indicator 

1 & 9

1

2

2

Area of Focus 

Data Cleanse 

Organisational 
Comparison

More Inclusive 
Recruitment 
Processes

More Inclusive 
Recruitment 
Processes 

Action

Utilise 1-1’s and appraisals to 
encourage staff to continue to 
update personal data in ESR.

Undertake comparison of NECS’ 
data with other similar size 
organisations to understand if or 
where there are any outliers

Explore how we can effectively 
undertake a series of anonymous 
surveys with candidates who 
have been shortlisted but not 
appointed to gain feedback on 
their recruitment experience in 
order to continuous improve NECS 
processes.

Review external adverts to better 
understand how they can be more 
accessible to BAME colleagues, 
investigate using EDI review/
Bias decoder software to create 
inclusive job adverts.

Intended Impact

More accurate 
information to inform 
future actions

More accurate 
information to inform 
future actions 

Greater number of 
applicants from BAME 
backgrounds applying for 
NECS roles

Owner

HR

OD/EDI Lead

 

HR

HR/EDI
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ACTION PLAN 2021-2022
High level plan of centrally coordinated actions aligned to the WRES indicators 

WRES Action Number

5

6

7

WRES Indicator 

2

4

4

Area of Focus 

More Inclusive 
Recruitment 
Processes 

Data Capture 
Non-Mandatory 
Training
Training, coaching, 
and career 
progression

Training, coaching, 
and career 
progression

Action

Review recruitment and selection 
training which includes focus 
on mitigating unconscious bias 
in the selection process. Ensure 
recruitment training is undertaken 
by all recruiting managers.
Introduce a refresher period for 
recruitment training including 
developing an appropriate training 
schedule.  Develop a log to monitor 
compliance for recruitment and 
selection training procedures.
Look to develop a random sample 
audit of completed recruitment 
drives to obtain further EDI 
insights.

Undertake an evaluation of the 
current non-mandatory training 
information and consider new 
processes to gather/ review 
including whether there is a self-
report option included in a new 
appraisal system

Continue to provide a variety 
of training options to all staff 
levels in relation to  accessing 
coaching,  formal mentoring, 
and other methods that support 
workforce development and career 
progression. 

Intended Impact

Ensure all recruiting 
managers have been 
provided consistent and 
standardised training to 
undertake recruitment 
and this is up to date. 

Gather more effective 
data to understand if 
there are points where 
ethnicity does have 
an effect on being 
recruited and undertake 
mitigating actions.

Understanding of 
the inclusivity of the 
attendance on non-
mandatory training to 
inform future actions 
to ensure training 
and development is 
accessible by all

Ensure inclusivity 
and accessibility 
for all training and 
development options 
and that there is fair 
utilisation across all 
ethnicities.

Owner

HR

HR OD

 

HR OD
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High level plan of centrally coordinated actions aligned to the WRES indicators 
WRES Action Number

8

9

10

WRES Indicator 

4

9

7 & 8

Area of Focus 

Training, 
Coaching,  and 
Career Progression

Well-led 
organisation 
– Senior 
Management 
and Board 
Membership

Promote a culture 
of inclusion

Action

Provide information on the Leadership 
Academy ILM 5 Coaching programme 
which has been specifically allocated to 
those from BAME backgrounds.  

Provide ongoing access to a variety of 
Leadership programmes, encourage 
senior leaders to join Action Learning 
sets and access NHSE/I delivered 
expert-led seminars partaking in 
development and training opportunities 
for Equality, Diversity and Inclusion, 
health inequalities and racial injustice 
recognising that culture change needs 
to be role modelled and led by the 
senior team. OD and EDI lead research 
into appropriate sessions, materials and 
resources to support the above action in 
relation to leadership development.

Launch NECS staff networks ensuring 
that governance arrangements facilitate 
the ability for appropriate networks to 
contribute to and inform decision-making 
processes.

Review and development of the external 
internet and intranet sites to ensure our 
commitment to EDI is evident and clearly 
communicated 

Intended Impact

Greater opportunity for 
BAME colleagues to be 
successful in gaining a 
place and subsequent 
training/qualification

Increased knowledge and 
understanding of EDI issues 
and actions that can be 
developed and undertaken 
to reduce them.

Organisational culture 
development.

Organisational culture 
development. 
Providing a voice to 
colleagues from BAME 
backgrounds to inform 
actions and implement 
changes.
Send a clear message 
to all that NECS has a 
commitment to ED & I.
Increased numbers of 
applicants/ recruits from 
BAME background and 
increased retention levels.

Owner

HR OD

HR OD

EDI/HR OD
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ACTION PLAN 2021-2022
High level plan of centrally coordinated actions aligned to the WRES indicators 

WRES Action Number

11

12

13

14

WRES Indicator 

1

5,6,7&8

All

All

Area of Focus 

Workforce 

Staff Survey

Learning from 
others /best 
practice 

Monitoring of 
actions 

Action

Continue to monitor impact of 
recruitment drives (such as NECS 100) 
from EDI perspective, tracking workforce 
diversity and promotion appointments.

Undertake the 2021 NHS Staff survey. 
Ensure any areas of development are 
highlighted both organisationally and at 
individual team level to develop actions 
which are monitored on a quarterly 
basis via Workforce Committee. Engage 
with colleagues for a broader and 
collaborative view to develop the actions 
via the Staff Survey Task and Finish 
group.

Collaborate with experts in other 
organisations to learn from the approach 
and initiatives they have undertaken to 
create and embed changes 
Exploration of potentially working with 
nationally recognised experts

Monitor actions quarterly at Workforce 
Committee to ensure implementation is 
being undertaken 

Intended Impact

Increased amount and 
accuracy of data to 
highlight any areas 
requiring action.

Increased amount and 
accuracy of workforce 
data to highlight any areas 
requiring action. 

Increased knowledge and 
understanding from others 
about best practice, and 
initiatives that may be 
replicated in NECS

Increased scrutiny of action 
implementation to ensure 
implementation, highlight 
issues and gain support from 
the committee. Increased 
visibility of actions.

Owner

EDI/HR OD

EDI/HR OD

EDI/OD

EDI 
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