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1. Introduction and Background

The Workforce Race Equality Standard (WRES) is a national annual reporting scheme which York and Scarborough Teaching Hospitals NHS Foundation Trust and York Teaching Hospitals Facilities Management (YTHFM) are required to comply with. This is mandated in the NHS Standard Contract; organisations are required to use this data to develop action plans aimed at improving the experiences of Black and Minority Ethnic (BME) colleagues.  This report and action plan is for both organisations. 

The WRES covers 9 Indicators/Metrics (used interchangeably) regarding the career progression and work experiences of BME colleagues.  The data was collected for the period of 1 April 2024-31 March 2025 and is taken from the Electronic Staff Record (ESR) and the national Staff Survey. Where a metric dictates snapshot data, this is as of 31 March 2025. The Staff Survey data is from the 2024 Staff Survey. 

Considerations
	
Metric 9 – YTHFM Director’s details were not recorded on the Electronic Staff Record (ESR) due to the previous incumbent being contracted. Therefore, they are not included in the data for this metric.

The relative likelihood focuses on a figure of 1 being equity of opportunity. The non-adverse range of 0.8-1.25.

NHS England produced a 2023/2024 summary report for the Trust, which provided an analysis of the data by Trust, region sector, nationally and rank.  The tables can be found in Appendix 3.

[bookmark: _Hlk209690631]The 2023/24 summary report stated the high priority areas for improvement for the Trust (to a maximum of three) as:

1. Indicator 6: harassment, bullying or abuse from staff in the last 12 months against BME staff (marginal improvement in 2025).
2. Indicator 7: belief that the trust provides equal opportunities for career progression or promotion.
3. Indicator 8: discrimination from a manager/team leader or other colleagues in the last 12 months against BME staff.

The Area of best performance within the Trust (to a maximum of three): no areas of best performance.




	Summary of Findings
	
[bookmark: _Hlk193799689][bookmark: _Hlk205388423]This report provides the results of the Trust’s 2025 data analysis, which is in the format of an Infographic found at Appendix 1 and, for comparison, the North East and Yorkshire’s 2023/24 summary report, (Appendix 3). The co-created 2025-2027 action plan, is at Appendix 2. It is recommended that Appendix 1 is read in conjunction with the summary report.

The 2025 WRES data shows that:

1. The percentage of BME staff has increased from 15.46% in 2024 to 17.92% in 2025. Growth is consistent across all staff groups.
2. Relative likelihood of white staff being appointed from shortlisting compared to BME staff has seen a deterioration in relation to the experience of BME staff. (2.33 in 2024 to 2.54 in 2025).
3. Relative likelihood of BME staff entering the formal disciplinary process compared to white staff has deteriorated. (1.25 in 2024 to 1.30 in 2025).
4. Relative likelihood of white staff accessing non-mandatory training and CPD compared to BME staff is equitable in relation to the experience of BME staff. (0.57 in 2024 to 0.77 in 2025). 
5. The percentage of BME staff experiencing harassment, bullying, or abuse from patients, relatives or members of the public in the last 12 months has increased. (29.84% in 2024 to 30.98% in 2025).
6. The percentage of BME staff experiencing harassment, bullying or abuse from staff in the last 12 months has improved. (30.8% in 2024 to 29.75% in 2025).
7. The percentage of BME staff believing that the Trust provides equal opportunities for progression or promotion has deteriorated. (42.26% in 2024 to 40.56% in 2025).
8. The percentage of BME staff who have personally experienced discrimination at work from manager, team leader or other colleagues has increased. (22.08% in 2024 to 22.57% in 2025).
9. The diversity of the Board in relation to ethnicity is static. 

The latest WRES findings are deeply concerning and clearly demonstrate that our 	previous actions have not delivered the progress required. There is an urgent need for a bold, refreshed approach to drive meaningful and sustainable improvement.

2025-2027 WRES Action Plan

To develop the 2025-2027 WRES action plan an invitation was disseminated through Staff Bulletin inviting colleagues to the engagement event. This was held with the Race Equality Staff Network and other colleagues on 29 August 2025. Here the progress made with the 2023-2025 action plan was shared along with the 2025 data and national and regional benchmarking. 

Colleagues from Workforce and Organisational Development attended the engagement event. They contributed to discussions regarding the actions required to address the disparities and move the dial in terms of progress.
 
There was positive discussion in relation to the agenda with specific focus being placed on the indicators that had either deteriorated or where the percentage of colleagues exposed to negative experiences remained high. These were indicators 2, 5, 6, 7, 8 and 9. Following the event a two-year action plan was co-created (see Appendix 2). 

It is noted that although the 2023-2025 action plan was successfully implemented, race equality is not making sufficient improvement. The Trust now has an Anti-Racism Steering Group that will steer it towards race equity by implementing the Race and Health Observatory’s 7 Anti-Racism Principles.

Next Steps

· Deliver the 2025-2027 WRES Action Plan.
· Publish the annual report and the 2025-2027 Action Plan on the Trust’s website by 31 October 2025.

Date: October 2025
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