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Background

Analysis

The data period for the information within the submission was 1st April 2025 — 31st March 2026,
with workforce data being a snapshot taken on 31° March 2026 from ESR. Staff survey data is taken
from the most recent staff survey which is 2025. As with previous WRES reporting, bank staff are not
included in this submission.

The WRES submission is split into indicators, which are addressed beneath the sub-headings below.

WRES indicators and sources
1. Percentage of staff in each of the AfC Bands 1-9 or Medical and Dental subgroups and VSM
compared with the percentage of staff in the overall workforce disaggregated by:
a. Non-Clinical staff
b. Clinical staff - of which
i. Non-Medical staff
ii. Medical and Dental staff
Source: ESR
2. Relative likelihood of staff being appointed from shortlisting across all posts
Source: Career Gateway
3. Relative likelihood of staff entering the formal disciplinary process, as measured by entry into a
formal disciplinary investigation
Source: Employee Support and Resolution Team
4. Relative likelihood of staff accessing non-mandatory training and CPD
Source: Learn+
5. Percentage of staff experiencing harassment, bullying or abuse from patients, relatives or the
public in last 12 months
Source: Staff survey 2025
6. Percentage of staff experiencing harassment, bullying or abuse from staff in last 12 months
Source: Staff survey 2025
7. Percentage of staff believing that the trust provides equal opportunities for career progression
or promotion
Source: Staff survey 2025
8. Percentage of staff experiencing discrimination from staff in the last 12 months
Source: Staff survey 2025
9. Board representation
Source: ESR

Workforce Data

The total number of staff members employed at Royal Devon at 31 March 2026 stood at 14,434 of
which 1,702 were recorded as being from a Global Majority background and 1,677 with an unknown
ethnicity on ESR.

The proportion of staff who do not have their ethnicity recorded onto ESR is currently at 11.62%, a
slight increase of 0.12% compared to previous years reporting. According to ESR staff from a Global
Majority background represent 11.79% of the total workforce, a 0.63% increase from the 11.16%
recorded last year.
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This is at slight variance to the figures recorded from respondents to the Staff Survey, where the
number of respondents identifying themselves as from a Global Majority background stood at
11.08%.

Indicator 1: ESR Data
Non-Clinical Staff

Band Clusters % White % GLOBAL % Unknown
MAIJORITY

Cluster 1: AfC Bands <1 to 4 84.11% 7.02% 8.87%

Cluster 2: AfC bands 5to 7 91.17% 3.18% 5.65%

Cluster 3: AfC bands 8a and 8b 90.22% 2.67% 7.11%

Cluster 4: AfC bands 8c to VSM 88.89% 3.33% 7.78%

Total Non-Clinical 86.66% 5.53% 7.80%

Clinical staff

Band Clusters % White % GLOBAL % Unknown
MAJORITY

Cluster 1: AfC Bands <1 to 4 80.35% 11.46% 8.19%

Cluster 2: AfC bands 5to 7 72.65% 14.32% 13.03%

Cluster 3: AfC bands 8a and 8b 92.25% 4.28% 3.48%

Cluster 4: AfC bands 8c to VSM 86.00% 0.00% 14.00%

Total Clinical 76.25% 12.82% 10.93%

Medical and Dental staff

Medical and Dental Grades % White % GLOBAL % Unknown
MAIJORITY

Medical & Dental Consultant 70.33% 13.41% 16.26%

Medical & Dental Non-Consultant Career Grade 55.00% 20.00% 25.00%

Medical & Dental Trainee Grades 50.63% 22.12% 27.25%

Total Medical & Dental 58.93% 18.43% 22.64%

Indicator 2: Recruitment

For the time period 1st April 2025 — 31st March 2026 the relative likelihood of White candidates
being appointed from shortlisting compared to Global Majority candidates was 2.64. A figure above
1.00 indicates that White candidates are more likely than Global Majority candidates to be
appointed from shortlisting.

Indicator 3: Disciplinary Process

During the time period 1% April 2025 — 31 March 2026, the relative likelihood of Global Majority
staff entering the formal disciplinary process compared to White staff was 0.76 meaning Global
Majority are staff are less likely than White staff to enter a formal disciplinary process.

Indicator 4: Non-mandatory training and CPD

During the time period 1% April 2025 — 31 March 2026 the relative likelihood of White staff
accessing non-mandatory training compared to Global Majority staff was 0.15 indicating that White
staff are less likely to access non-mandatory training than Global Majority staff.
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Staff Survey data

In 2025, 4,757 Trust employees completed the staff survey, 11.08% from a Global Majority
background.

The arrows in the below tables indicate if there has been an increase/reduction in the percentage
compared to the previous year’s staff survey.

Please note, as noted in previous years reporting there was a statistical issue with indicators 5&86,
the updated figures below may therefore differ with those previously published.

Indicator 5: Percentage of staff experiencing harassment, bullying or abuse from
patients/service users, their relatives of the public in the last 12 months

White | GLOBAL MAIJORITY |
2023 | 2024 | 2025 | 2023 = 2024 | 2025
Percentage of staff 19.26% | 19.42%A | 20.57%A | 24.12% | 26.44%A | 26.15%

Global Majority staff consistently reported higher levels of harassment, bullying or abuse than white
staff. Although rates reduced slightly in 2025, the disparity remains significant.

Indicator 6: Percentage of staff experiencing harassment, bullying or abuse from staff

in the last 12 months
White GLOBAL MAJORITY

2023 2024 2025 2023 2024 2025
Percentage of staff 18.15% | 19.15%A | 18.44%V | 21.79% | 23.51%A | 19.23%V¥

Staff from a Global Majority background were more likely than white staff to experience
harassment, bullying or abuse from colleagues. While rates for both groups fell in 2025, inequality
persists.

Indicator 7: Percentage of staff who believe that the organisation provides equal

opportunities for career progression or promotion
Please note there has been a change in wording for this question meaning previous years results are
not strictly comparable:

2024: Does your practice act fairly with regard to career progression / promotion, regardless of
ethnic background, gender, religion, sexual orientation, disability or age?

2025: Does your organisation act fairly with regard to career progression / promotion, regardless of
e.g. age, disability, ethnic background, gender reassignment, religion, sex or sexual orientation?

GLOBAL MAJORITY

2023 2024 2025 2023 2024 2025
Percentage of staff | 62.48% | 60.52%W¥ | 57.69%W¥ | 57.62% | 53.11%W¥ | 56.92%%p

Confidence in fair career progression declined for White staff and remained lower overall for Global
Majority staff, despite a slight improvement for Global Majority staff in 2025. This indicates
continued concerns about equitable progression.
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Indicator 8: Percentage of staff experiencing discrimination from staff in the last 12

months
White GLOBAL MAJORITY

2023 2024 2025 2023 2024 2025
Percentage of staff | 5.78% | 6.01%A | 5.32%V | 14.93% | 14.08%W¥ | 12.21%V¥

Staff from a Global Majority background were substantially more likely than White staff to
experience discrimination from colleagues. Although levels decreased in 2025, this remains a key
area of concern.

Indicator 9: Board membership representation
This return shows that of the 17 Board members, 82.35% are White, 5.88% are from a Global
Maijority background and 11.76% are unknown. All members are voting.

(c]e]:7:\N Unknown
MAIJORITY
Executive 75.00% 0.00% 25.00%
Non-executive 88.89% 11.11% 0.00%

Board level representation for people from a Global Majority background remains low (5.88%), with
no Global Majority Executive members and some unknown ethnicity data. This limits confidence in
senior-level representation and inclusive leadership.

Key issues

e Recruitment inequality
White candidates are significantly more likely to be appointed from shortlisting (relative
likelihood 2.64), indicating a persistent and widening disparity for Global Majority applicants.

e Under-representation at senior levels
While Global Majority representation is stronger in clinical and Medical & Dental roles, it
declines sharply at senior AfC bands, VSM roles and Board level, limiting progression and
leadership diversity.

e Harassment, bullying and abuse
Global Majority staff consistently experience higher levels of harassment, bullying and abuse
from patients, the public and colleagues, despite some improvement in 2025.

e Discrimination from staff
Global Majority staff remain substantially more likely to experience discrimination from
colleagues, representing a continued risk to staff wellbeing, inclusion and retention.

e Perceptions of career progression
Confidence in fair career progression remains lower for Global Majority staff than White
staff, despite a small improvement in 2025, suggesting ongoing barriers to progression.

e Training and development
Global Majority staff are more likely than White staff to access non-mandatory training and
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CPD, but this has not yet translated into equitable recruitment or senior representation
outcomes.
e Board representation and data confidence
Global Majority representation at Board level remains low (5.88%), with some unknown
ethnicity data, limiting visible leadership accountability and assurance.

Action planning

The WRES findings give a clear indication of the work needed to ensure our recruitment processes
are fair and inclusive, whilst also combating a culture of discrimination felt by our staff from a Global
Majority background.

Across all but two indicators show that staff from a Global Majority background have a worse
experience when compared to White staff in our organisation, this signals a need for a cultural shift
in the experiences of our people.
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_ Year Difference
WRES Indicators 24/25 to 25/26
2023/24 2024/25 2025/26
Overall 13.60% 11.16% 11.79% 0.63%
1 Percentage of BME staff Clinical 17.39% 11.81% 13.72% 1.91%
Non-Clinical 4.56% 5.30% 5.53% 0.23%
5 Rela.tive likelihood of White applicants being appointed from shortlisting compared to BME 532 539 5 64 0.5
applicants
3 Relative likelihood of BME staff entering a formal disciplinary process compared to White staff 0.97 1.98 0.76 -1.22
4 Relative likelihood of White staff accessing non-mandatory training and CPD compared to BME staff 1.56 1.78 0.82 -0.96
5 Percentage of staff experiencing harassment, bullying or abuse from patients, BME 24.12% 26.44% 26.15% -0.29%
relatives or public in the last 12 months White 19.26% 19.42% 20.57% 1.15%
6 Percentage of staff experiencing harassment, bullying or abuse from staff in the | BME 21.79% 23.51% 19.23% -4.28%
last 12 months White 18.15% 19.15% 18.44% -0.71%
7 Percentage of staff believing that the Trust provides equal opportunities for BME 57.62% 53.11% 56.92% 3.81%
career progression or promotion White 62.48% 60.52% 57.69% -2.83%
L L ) BME 14.93% 14.08% 12.21% -1.87%
8 Percentage of staff experiencing discrimination from staff in the last 12 months -
White 5.78% 6.01% 5.32% -0.69%
9 BME Board membership BME 0.00% 6.30% 5.88% -0.42%
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Appendix 2: Overall BME representation by banding and pay grade

Staff ethnicity by banding and pay grade 31.03.26
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Appendix 2a: Ethnicity representation by clusters — overall

Overall: Clinical and Non-Clinical clusters
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Appendix 2b: Ethnicity representation by clusters — non-clinical

Non-clinical clusters
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Appendix 2c: Ethnicity representation by clusters — clinical

Clinical clusters
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