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WRES WDES 2026-2027 Action Plan
Refocusing the WRES and WDES Action Plan
Following a review of progress against the existing 2025-2027 WRES and WDES Action Plan, it has been agreed that a more focused approach is required to accelerate improvement and deliver meaningful change for our staff. While the previous plan included a broad range of commitments, it is recognised that concentrating efforts on a smaller number of priority areas will enable the Trust to maximise impact, strengthen accountability and make more effective use of available resources.
For both the Workforce Race Equality Standard (WRES) and Workforce Disability Equality Standard (WDES), three key priority areas have been identified:
· Inclusive Recruitment
· Reasonable Adjustments
· Staff Networks
These priorities have been selected because of their potential to significantly improve staff experience, reduce inequalities and address some of the underlying factors that contribute to disparities in workforce outcomes. They also align with the Trust's wider commitment to creating an inclusive workplace where all colleagues feel valued, respected and supported to reach their full potential.
By focusing on a smaller number of high-impact priorities, the Trust will be better positioned to deliver measurable improvements in recruitment, career progression, workplace support, staff engagement and inclusion. This approach will also support clearer governance arrangements, more robust monitoring of progress and greater alignment with organisational objectives.
As part of this refocused programme of work, several actions contained within the previous 2025-2027 WRES and WDES Action Plan will either be completed, incorporated into business-as-usual activities or superseded by the new priority workstreams. 






	Action
	WDES/ WRES Metrics
	Objective & Rationale
	Deliverables
	Outcome Measures

	Inclusive Recruitment 

























	WRES 1, 2, 4, 7
WDES 1, 2, 5





	To ensure recruitment processes are fair, transparent and inclusive, enabling the Trust to attract, recruit and retain a workforce that better reflects the diverse communities we serve. Improving recruitment practices will reduce barriers, improve candidate experience and support greater workforce diversity and representation.

	1. Establish an Inclusion Advocate Programme

Recruit, train and maintain a diverse pool of Inclusion Advocates.

Embed Inclusion Advocates within recruitment processes to provide independent oversight, support and challenge.

Establish an Inclusion Advocate Network to support learning, consistency and continuous improvement.

2. Strengthen Inclusive Recruitment Practice

Introduce mandatory inclusive recruitment training for Recruiting Managers and Inclusion Advocates.

Develop recruitment guidance, toolkits and resources to support inclusive decision-making and candidate experience.

Ensure reasonable adjustments are consistently offered throughout the recruitment process.

3. Strengthen Recruitment Governance and Accountability

Embed inclusive recruitment requirements within recruitment processes.

Introduce conflict of interest and recruitment assurance declarations.

Establish mechanisms to review recruitment concerns, monitor compliance and identify improvement opportunities.

4. Improve Recruitment Assessment and Outcomes

Promote the use of inclusive and proportionate assessment methods.

Monitor recruitment data, panel compliance and candidate feedback to identify and address inequalities.

Review recruitment outcomes through a WRES and WDES lens to improve representation and reduce disparities.

	· 100% of Recruiting Managers and Inclusion Advocates complete mandatory training.
·  Inclusion Advocate involvement in 100% of Band 8a and above recruitment processes and, where possible, Band 6 and 7 recruitments.
· Increased use of reasonable adjustments and inclusive assessment methods.
· Positive candidate, Recruiting Manager and Inclusion Advocate feedback.
· Reduction in recruitment-related concerns and complaints.
· Year-on-year reduction in WRES recruitment disparities.
· Increased representation of ethnic minority and disabled staff across the workforce and at senior levels.
· Improvement in relevant WRES, WDES and NHS Staff Survey indicators.


	Reasonable Adjustments

	WRES: 7 (indirectly)
WDES: 5, 6, 7, 8, 9

	To ensure workplace adjustments are implemented consistently, promptly and equitably across the Trust, reducing barriers for disabled staff and improving staff experience, wellbeing and inclusion.

	1. Establish a Workplace Adjustments Task & Finish Group to review current arrangements and identify improvements.

2. Develop a Trust-wide Workplace Adjustments Process with clear roles, responsibilities, guidance and documentation.
3. Improve awareness and capability through manager training, staff resources and promotion of Access to Work support.

4. Monitor and improve outcomes 
by reviewing adjustment requests, implementation timescales and staff experience.

	· Trust-wide workplace adjustments process implemented.
Increased awareness of workplace adjustments and Access to Work support.
·  Reduced time taken to implement adjustments.
·  Improved staff satisfaction with the adjustments process.
· Fewer adjustment-related concerns, complaints and delays.
· Improvement in relevant WDES indicators and NHS Staff Survey results relating to inclusion, wellbeing and organisational support.


	Staff Networks

	WRES: 5, 6, 7, 8, 9
WDES: 4, 5, 6, 7, 9, 10

	To strengthen Staff Networks so they are sustainable, representative and influential in shaping organisational decision-making, improving staff experience and providing an effective staff voice.

	1. Reset, Refresh and Relaunch Staff Networks through a clear operating model, governance framework and defined purpose.

2. Strengthen Network Influence by embedding Networks within organisational decision-making and establishing clear feedback mechanisms.

3. Develop and Support Network Leaders through leadership development, coaching and peer support.


4. Ensure Sustainable Resources and Support through equitable access to funding, administrative support and organisational development opportunities.

	· Increased Staff Network membership and engagement.
· Improved representation across staff groups, grades and divisions.
· Staff Network representation established within key Trust groups and committees.
· Evidence of Network feedback influencing policy and decision-making.
· All Networks operating with agreed governance arrangements and active leadership.
· Improvement in WRES, WDES and NHS Staff Survey indicators relating to staff voice, inclusion, discrimination and belonging.
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