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Workforce Race Equality Standards (WRES)

1.  Ashford and St. Peter’s NHS Foundation Trust serves a population of over 410,000 people  
living in the boroughs of Runnymede, Spelthorne, Woking and parts of Elmbridge, Hounslow, 
Surrey Heath and beyond and employs 3,875 staff from diverse backgrounds. 

2.  We retained our rating of ‘Good’ by the Care Quality Commission (CQC) for the second 
consecutive time in 2018. The Trust is committed to delivering fair, equitable and inclusive 
services as a healthcare provider and being the best place to work. 

3.  The report sets out what we do to meet our obligations under the Equality Act 2010 and 
specifically the Public Sector Equality duty contained within it. The findings are based on  
the workforce data for 12 months from April 2018 to March 2019 and staff survey 2018 results.

4.  By collecting and reviewing equality data, the Trust can examine how its policies, processes  
and decisions might be impacting its staff and identify areas for improvement and action.

5. Under the Equality Act 2010, the Trust has a general Public Sector Equality Duty (PSED) to:

 •  Eliminate discrimination, harassment, victimisation and any other conduct that is prohibited  
by the Equality Act 2010;

 •  Advance equality of opportunity between persons who share a relevant protected  
characteristic and persons who do not share it;

 •  Foster good relations between persons who share a relevant protected characteristic and 
persons who do not share it

6.  Our Vision: To build leadership for inclusion inside the organisation and in the communities and 
networks we serve. To foster a healthy, inclusive, compassionate and respectful culture, where:

 •  Every member of the team feels valued and respected and the Trust is a great place to work  
and to be a patient irrespective of background;

 •  Protected characteristics do not result in a negative impact or influence on how patients  
access healthcare or how they receive treatment;

 • Colleagues and/or patients feel safe to raise concerns without fear of retribution;
 •  We reflect the community we serve, and we role model and encourage others in our position  

as an anchor institution

7.  The WRES was introduced by NHS England in 2015 and helps organisations to identify  
and address race equality issues.

8.  The WRES is built on the values of the NHS constitution, and its aim is simple, to close the  
gaps in workforce race equality across the NHS and in so doing improve patient care, patient 
safety and patient satisfaction and in addition improve staff engagement with positive knock on.

9.  63.6% of our workforce is from a White background, made up of 50.76% white British 
(compared to 51.5% in the previous year); 1.21% White Irish (compared to 1.34% the previous 
year) and 11.64% from another white background (compared to 12.85% the previous year). It is 
likely that a large number of these staff are from EU nations and that Brexit has had an impact 
on the overall reduction. 



Workforce Disability Equality Standards (WDES) 

12.  NHS England introduced the standard in April 2019 with the aim of enabling NHS 
organisations to better understand the experiences of their disabled staff. It will support 
positive change for existing employees, and enable a more inclusive environment for 
disabled people working in the NHS and allow us to identify and implement good practice 
which will have positive impact on patient care. 

13.  2.3% of the workforce state that they have a disability. This compares with 11.6% (192) of  
staff survey respondents in 2018 who stated that they had a long standing illness, health 
problem or disability. This may indicate significant under-reporting of disability.

14.  The relative likelihood of non-disabled staff being appointed from shortlisting compared to 
disabled staff is 2.07 (compared to the previous year at 1.02 and 1.28 in 2017). This shows  
a worsening gap compared to the previous year. 

Gender Pay Gap Reporting 

15.  The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017 set out 
a public authority’s gender pay gap reporting duties, which form part of its public sector 
equality duty under the Equality Act 2010. The regulations require that employers, with 250 
or more employees, publish their gender pay gap annually by 31st March.

16.  The Trust sees the sharing of our Gender Pay Gap data as an integral part of our work on 
gender equality and uses the data to stimulate meaningful conversations with our staff about 
equality. We place great importance on these conversations and recognise that there is more 
to do to ensure that we are supporting diversity at all levels of the organisation and that all  
staff are treated fairly and have a great experience at work regardless of their gender identity.

17.  Representation of female staff peaks at 87% at Band 6 and then slowly reduces as seniority 
increases and compared to the general population, females become under-represented at  
the most senior levels of our workforce (Band 9 and VSM)

10.  34.8% of our workforce is from a black and minority ethnic (BME) background. This 
is an increase from 33% in 2018. This compares with 4.5% of population in Surrey 
(90.4% reported their ethnic group as White) in 2011 Census. This compares with the 
13% of the UK’s working population (2011 Census).

11.  Analysis of the Employee Relations Annual Activity Data shows that based on data 
from a two year rolling average of the current year and previous year, BME staff are 
1.02 times relatively more likely to enter the formal disciplinary compared to White 
staff (compared to the previous year at 1.28). This shows a significant reduction in the 
gap between BME and White colleagues entering the disciplinary process compared 
to the previous year. The data for the last three years shows a fluctuating trend and a 
more targeted approach is required to show consistent reduction year on year.



OUR WORKFORCE – FACTS AND FIGURES

18.  The data set out in this section is related to the period from 1 April 2018 to 31 March 2019.  
The data is collected through the Electronic Staff Record (ESR) and from the annual NHS  
Staff Survey (2018). 

 •  The Trust employs 3,875 individual members of staff, which when broken down shows  
that 2,917 are female and 958 are male 

 •  Our 2018 NHS National Staff Survey results show the survey was completed by 1,653 
members of permanent staff at ASPH between Oct and Dec 2018. This is a response rate  
of 46% against a national average response rate of 44% for acute trusts (our group). The  
2018 results show that we have consolidated and maintained a good performance despite  
all of the increasing pressures on our staff

 •  The Trust’s staff engagement score in 2018 is 7.2/10 which is above average when  
compared with trusts of a similar type (89 organisations in our group)

 •  Comparisons over the past six years shows an upwards trajectory for the Trust, and 
is significant for us in terms of the work we have been doing on #Rightculture, quality 
improvement and staff satisfaction

 • We received 10,132 applications, shortlisted 4,477 applicants and appointed 529 applicants

19.  Our Equality, Diversity and Inclusion focus this year includes:

 • A re-launch of our BAME and LGBT+ networks
 •  A range of cultural events to celebrate the diversity of our colleagues including Eid, Diwali,  

Black History Month, Surrey Pride to name a few
 •  We have launched a number of policies which are equality impact assessed by Stonewall  

to improve our use of inclusive and neutral language
 •  We have produced a range of literature and information on our Trust web pages, giving  

the networks an interactive digital space to engage with members


















