Equality Delivery System – Grading 
EDS Outcome 3.1 (EDS Goal 3 – Empowered, engaged and well-supported staff)

“Recruitment and selection processes are fair, inclusive and transparent so that

the workforce becomes as diverse as it can be within all occupations and grades”

	Factor
	Evidence
	Gaps (Short & Long term)
	Grade
	Narrative

	Through the use of best available evidence, can the organisation demonstrate that staff from protected groups experience inclusive and equitable recruitment and selection processes within all occupations and grades?
	NHS recruitment processes (NHS Jobs).

Details regarding personal information removed for application packs at short listing stage

HR processes including the recruitment process is fair, transparent and consistently applied. Details of age, gender, marital status, sexual orientation, religion or belief, race and nationality recorded at the point of recruitment (through the monitoring form on the NHS Jobs website). 

All policies & processes agreed with staff side reps.

Recruitment & Selection Training is mandatory
Equality and Diversity Training is mandatory

Extend fixed term contracts for those on maternity leave

Quarterly Stats compared against wider workforce and local community used to benchmark our recruitment practices.
	Need to ensure staff data is updated more regularly & kept updated. 

Staff Census
Identify our “hard to reach” groups and target advertising accordingly.  

A questionnaire to be compiled to gauge the experience of candidates throughout the recruitment process. 


	Achieving – usually & for most groups where appropriate.
(i.e. language barriers may be an issue but applicants need to meet a set criteria)
	Our Trust recruitment policy outlines the process to be followed for the recruitment of all posts, temporary, permanent or voluntary.   A full equality impact assessment was undertaken upon the design of the policy to ensure as far as possible that discrimination does not occur at any stage of the recruitment process.

All panel members are required to have undertaken recruitment and selection training to ensure they have a full appreciation of the Equality Act and its requirements. This training ensures panel members are fully equipped to challenge any discriminatory questions should they arise or ensure that the interview process is following in line with the Trust policy.  

Utilisation of the NHS jobs website ensures that potential for discrimination is minimised by removing any personal data from the short listing process. 

All vacancies are advertised on our NHS jobs website and via our internal communications brief, this allows greater transparency for all staff. All vacancies are required to be advertised for a minimum of one working week to ensure that part time workers are not disadvantaged. 

      

	Through the use of best available evidence, can the organisation demonstrate that staff from protected groups are represented on the Board, in senior management teams and in clinical leadership roles, to the same extent that they are reflected in the total workforce of the organisation and the population being served? 
	Staff Survey key finding 36 (percentage of staff believing that the trust provides equal opportunities for career progression or promotion).
Staff Survey key finding 10 (percentage of staff feeling that there are good opportunities to develop their potential at work)

As a Trust data is available in relation to workforce profile to monitor diversity across all grades within the Trust.

Single Equality Scheme (SES) Annual Report – section 6 (promotions by gender and ethnic origin)

Education, Learning and Development courses available to staff
	Enhance and publish workforce statistics relating to grade and promotions, by protected characteristic
	Developing
	The Trust scored above average in key finding 36 which relates to the percentage of staff believing that the trust provides equal opportunities for career progression or promotion.  92% of staff at the Trust said that the Trust acts fairly with regard to career progression or promotion regardless of ethnic background, gender, religion, sexual orientation, disability or age.
The Trust scored in the best 20% when compared to other acute Trusts nationally in relation to the percentage of staff feeling that there are good opportunities to develop their full potential.  51% of Trust staff agreed to at least 3 of the following four statements; that there are opportunities for them to progress in their job; that they are supported to keep up to date with developments in their field; that they are encouraged to develop their own expertise; and that there is a strong support for training in their area of work.

The Trust SES annual report includes promotions of staff by gender and ethnic origin.

Our Education and Learning department offers a range of courses to allow all staff to gain the necessary skill set in order to further their career prospects. The Trust is committed to personal development and ensures that personal development is considered in an inclusive manner.  



	Does the organisation engage with staff-side organisations and staff about ensuring that recruitment and selection processes are fair, inclusive and transparent for staff from protected groups, and how to make progress?
	Policy Review Group (PRG)

Joint Negotiating Forum (JNF)

Evaluation process in place for all vacancies due to go through the recruitment process.
Staff Council

 
	
	Achieving
	The Trust works in partnership with Staff side in relation to all HR related policies, including the formulation and ongoing monitoring of the recruitment and selection policy and the Equal Opportunities Policy.  Both management and Staff side are members of the Policy Review Group.  Staff side act on behalf of staff within the Trust, regardless of protected characteristic.

All HR policies and procedures are ratified via the JNF which again has both Management and Staff side representation.

Any unfairness in relation to the general application of a policy and/or procedure within the Trust may could be raised and discussed at JNF.

All posts within the Trust are evaluated against national Agenda for Change profiles.  To ensure equity and partnership working, all posts are required to be assessed by an appropriately constituted panel.  A staff side representative must always be present on the panel. 



	Does the organisation take account of key disadvantaged groups in the above processes?
	Working with Job Centre Plus
Two Tick Symbol user

Volunteer Scheme within the Trust

Work Experience Policy
  
	Strengthen the links with all disadvantaged groups.

	Developing 
	In order to engage with a wide range of groups, including those that may be considered “disadvantaged”, the Trust ensures that all of its vacancies are advertised with the Jobcentre plus.  As a key stakeholder the recruitment team ensure they keep abreast of the initiatives of the jobcentre in order to ensure our partnership working is maximised. 

The Trust has signed up to the two ticks symbol.  Guaranteed interviews are offered as a minimum and reasonable adjustments or additional training needs are fully supported by our occupational health and education departments.

In addition to our paid workforce the Trust has in place a fully operational and highly valued volunteer group.  

One of the key objectives of the recruitment team is to maximise the opportunity for service users and members of the public to become involved in the activities of the hospital
As such our buoyant volunteer group not only offer the Trust a valuable support mechanism, it allows volunteers to learn new skills, experience the running of a busy ward, build their confidence whilst providing the Trust with useful feedback from an end user perspective. 

To assist with the NHS career pathways the Trust has in a work experience policy which allows individuals to gain valuable skills and knowledge to assist them in gaining gainful employment. 

A full equality impact assessment was undertaken in this policy to ensure that programme does not disadvantage any group. Work is also undertaken with local schools and colleges to ensure pupils have access to information and specialist advice and guidance from experience and qualified staff. 



	Does the organisation deal with instances of possible unfairness & discrimination in recruitment and selection processes for protected groups, and quality assure practice and outcome, through mainstream processes?
	ER spreadsheets – cases/grievances 

Processes in place for all groups to raise concerns of unfairness & discrimination.
Example cases of dealing appropriately with claims of potential discrimination.

Trust mandatory Recruitment and Selection Training

Trust Mandatory Equality and Diversity Training 
	Resource pack highlighting key themes or learning lessons to be developed
	Achieving
	All grievances raised by staff are monitored centrally by protected characteristic.
As a Trust we have experienced claims of potential discrimination within the recruitment and selection processes and how these have been dealt with appropriate in accordance with Trust policy.

On receipt of any complaint a full investigation is undertaken taking into account any discriminatory practices.  Where discrimination has occurred further action is undertaken and a full bespoke training session is delivered to the recruiting manager / panel.



	Does the organisation have plans in place to progress to the next level, with milestones?
	
	
	Developing
	Plans in place in accordance with requirements of implementation of EDS.  Action plans to be developed following the agreement of the grading processes.


EDS Outcome 3.2 (EDS Goal 3 – Empowered, engaged and well-supported staff)

3.2 Levels of pay and related terms and conditions are fairly determined for all posts,

with staff doing equal work and work rated as of equal value being entitled to equal pay”

	Factor
	Evidence
	Gaps (Short & Long term)
	Grade
	Narrative

	Through the use of best available evidence, can the organisation demonstrate that staff from protected groups enjoy levels of pay and related terms & conditions no different to the pay and related terms & conditions for staff as a whole doing equal work or work rated as of equal value?
	National t&c of employment

Equity in terms of pay/pay progression following national guidelines.

Job evaluation for new posts – objective, fair

Work life balance policy Following maternity leave – able to return to post at the same grade

Policies – EqIA


	No difference for all protected groups
Equity for all  staff regardless of protected characteristics 

Further work required on publishing workforce statistics by protected characteristics in relation to grade.
	Achieving

	The levels of pay and terms and conditions for staff from all the protected groups are no different to those for staff as a whole.
All posts within the Trust are evaluated against national Agenda for Change profiles.  To ensure equity and partnership working, all posts are required to be assessed by an appropriately constituted panel.  A staff side representative must always be present on the panel. 

Work life balance policy Following maternity leave – able to return to post at the same grade

All policies will be subject to a full equality impact assessment.



	Does the organisation engage with staff-side organisations and staff about ensuring pay and related terms & conditions for staff from protected groups are fairly determined for all posts, and how to make progress?
	National terms and conditions of employment

Staff side reps involved in job evaluation process.
Recruitment and Selection Policy and procedures

Staff on maternity leave kept informed of promotional opportunities while they are on leave.
	
	Achieving
	Application of agenda for change fairly and consistently across the Trust regardless of protected characteristic.  Any general issues would be raised and discussed in partnership with staff side.

All posts within the Trust are evaluated against national Agenda for Change profiles.  To ensure equity and partnership working, all posts are required to be assessed by an appropriately constituted panel.  A staff side representative must always be present on the panel. 

Process for promotion are identical to those for recruitment i.e. fair, robust & objective system.



	Does the organisation take account of key disadvantaged groups in the above processes?
	Application of National Terms and conditions of service.

	Further work required on publishing workforce statistics by protected characteristics in relation to grade.
	Developing
	

	Does the organisation deal with instances of possible unfairness and discrimination with regard to pay and related terms & conditions for protected groups, and quality assure practice and outcomes, through mainstream processes?
	Grievance process
	
	Achieving
	The Trust has in place a robust grievance procedure that would capture any instances of unfairness raised by staff.  Grievance received are monitored annually by protected characteristic and reported to the E&D Steering Group and published in the SES annual report.
The Trust has in place processes, where appropriate, for the review of job descriptions which may impact on the grading of that role.



	Does the organisation have plans in place to progress to the next level, with milestones?
	
	
	Developing
	Plans in place in accordance with requirements of implementation of EDS.  Action plans to be developed following the agreement of the grading processes.


EDS Outcome 3.3 (EDS Goal 3 – Empowered, engaged and well-supported staff)

“Through support, training, personal development and performance appraisal, staff are confident and competent to do their work, so that services are commissioned or provided appropriately”

	Factor
	Evidence
	Gaps (Short & Long term)
	Grade
	Narrative

	Through the use of best available evidence, can the organisation demonstrate that staff from protected groups receive both personal development and performance appraisals no different to that received by staff as a whole?
	Appraisal policy and procedure (ELD)

Monitoring that appraisals take place.

Records of % having had appraisal.

Staff Survey results – key finding 12 (percentage of staff appraised in the last 12 months)
The staff induction programme includes sessions on health and safety at work, conflict resolution, fire training, confidentiality and record keeping, fraud, and equality training. 

The Trust monitors attendees on the mandatory training and development sessions by equality groups. 

KIT days – maternity leave


	
	Achieving 
	The Trust has in place a robust appraisal policy making it clear that it must be applied consistently across the Trust, regardless of protected characteristic.

Appraisal training takes place for both appraisers and appraisee across the trust and is monitored via the Educations, Learning and Development Department.

RAG reports are provided monthly in relation to the completion of appraisals across the Trust.  This is split by directorates and information is provided to the Trust Executive Team frequently.
Staff Survey results for 2010 showed that 74% of staff at the Trust said that they had received an appraisal, performance development review, KSF development review or other such review in the last 12 months.
The Trust offer Keep in touch days for staff on maternity leave as a means of those staff keeping up to date.

	Through the use of best available evidence, can the organisation demonstrate that all staff are supported, trained and developed to be competent and confident to plan, procure or deliver services that are personal, fair or diverse to meet the needs of all communities
	Equality and Diversity Mandatory Training Programmes

Monitoring attendance of E&D training (and other mandatory training)

Presentations, training packages, guidance for managers on equality impact assessments.

Equal Opportunities Policy

.


	
	Achieving
	It is mandatory that all staff attend Equality and Diversity Mandatory Training Programmes

Attendance of this training is monitored of and reported on via the Education, Learning and Development department (and other mandatory training)

Presentations, training packages, guidance for managers on equality impact assessments.

The Trust has in place an Equal Opportunities Policy which has been agreed in partnership with staff side and is widely available to all staff within the Trust.



	Does the organisation engage with staff-side organisations and staff around the provision and uptake of personal development opportunities & performance appraisals for protected groups, and how to make progress?
	Standard appraisal processes for all monitored via ELD.
Policy agreed in partnership with staff side


	
	Achieving
	Trust policy of appraisal has been agreed in partnership with staff side via the policy review group and joint negotiating forum.

	Does the organisation take account of key disadvantaged groups in the above processes?
	Evidence from ELD
	No targeting evidence for disadvantaged groups in particular.  Processes are all inclusive
	Developing
	Processes inclusive

	Does the organisation deal with instances of possible unfairness in the provision and uptake of personal development opportunities & performance appraisals for protected groups, and quality assure practice and outcomes, through mainstream processes?
	Grievance process
Monitoring of grievances 
	
	Developing
	The uptake of appraisals are monitored across the Trust.

The Trust has in place a robust grievance procedure that would capture any instances of unfairness raised by staff.  Grievance received are monitored annually by protected characteristic and reported to the E&D Steering Group and published in the SES annual report.

	Does the organisation have plans in place to progress to the next level, with milestones?
	
	
	Developing
	Plans in place in accordance with requirements of implementation of EDS.  Action plans to be developed following the agreement of the grading processes.


EDS Outcome 3.4 (EDS Goal 3 – Empowered, engaged and well-supported staff)

“Staff are free from abuse, harassment, bullying, violence from both patients and their relatives and colleagues,

with redress being open and fair to all”

	Factor
	Evidence
	Gaps (Short & Long term)
	Grade
	Narrative

	Through the use of best available evidence, can the organisation demonstrate that staff from protected groups are free from abuse, harassment, bullying and violence from patients, their relatives and colleagues
	Prevention of Bullying and Harassment Policy and Procedure
Workforce statistics relating to bully and harassment cases

Mandatory Equality & Diversity Training

Training – exceeding target for E&D

Included within induction & also for induction for F1/F2s – should cover those are new to this country
Trust wide communication on the prevention of bullying and harassment (National Prevention of B&H day for example)

First Stop Contact Officer Scheme
Internal Mediation services within the Trust
Staff Survey Results 2010 Key Finding 25 (percentage of staff experiencing harassment, bullying or abuse from patients, relatives or the public in the last 12 months)
Staff Survey Results 2010 Key Finding 26 (percentage of staff experiencing harassment, bullying or abuse from staff in the last 12 months)


	Plan to expand the protected groups for which we monitor workforce statistics.
Completion of staff census planned for 2011.
	Achieving
	The Trust has in place a robust policy and procedure relating to the prevention of Bullying and Harassment within the Trust.  It is clear in this policy that discrimination of any form is unfair and not tolerated by the Trust.

The policy has undergone a equality impact assessment in order to consider potential equality impact.  

The policy was agreed in partnership with staff side via the Policy Review Group and was ratified via the Joint Negotiating Forum (JNF).

Application of this policy is monitored via the Policy Review Group (which would include any issues relating to equality).

Workforce statistics relating to bully and harassment cases are monitored quarterly in the Trust Board report.  Statistics related to B&H cases by equality group are reported in the Single Equality Scheme Annual Report (ethnicity and gender).

The mandatory equality and delivers training package includes a section on the prevention of bullying and harassment.  This is mandatory for all staff and is monitored via the Education, Learning and Development Department.
Prevention of Bullying and Harassment and the Trust stance on this is communicated to all new staff via the induction process.  This is also part of the Foundation doctors induction and will capture any staff that are new to the country.

Via Trust wide communications and publicity, all Trust staff are encouraged to report all incidents of bullying and harassment. Via this communication, staff are informed of all the various support networks we have in place for staff

The Trust has in place the First Stop Contact Officer Scheme that provides initial support for any member of staff that feel they are being inappropriately treated.  Cases are monitored (confidentially) by protected characteristic and this is reported quarterly via the Improving Working Lives Working Group.

The Trust have in place members of staff trained in mediation skills to address behavioural issues in a confidential way.

Other support functions available for all staff include Occupational Health, Counselling as well as HR, Staff side reps.

Information relating to bullying and harassment is collected and analysed via the annual staff survey.  In relation to key finding 25 relating to the %age of staff experiencing harassment, bullying or abuse from patients, relatives or the public in the last 12 months – the Trust scored below average when compared to other acute Trusts.  14% of staff said that thy had experienced harassment, bullying or abuse from patients, service users or their relatives.  Information is broken down by age, gender, disability, ethnic background and is reviewed by the IWL working group.

In relation to key finding 26 relating to percentage of staff experiencing harassment, bullying or abuse from staff in the last 12 months, the Trust was n the lowest 20% when compared to other acute Trusts nationally.  13% of staff said that thy had experienced harassment, bullying or abuse from other staff. Information is broken down by age, gender, disability, ethnic background and is reviewed by the IWL working group.



	Through the use of best available evidence, how does the level of abuse, harassment, bullying and violence experienced by staff from protected groups compare with the level of abuse etc experienced by staff as a whole?
	Bullying and Harassment workforce statistics. cases are monitored by protected characteristic
Single Equality Scheme Annual Reports
	Working on the protected groups that are published
	Developing
	All cases of bullying and harassment within the Trust are monitored by protected characteristic.  These are presented and discussed at the Equality and Diversity Steering Group.  


	Does the organisation engage with staff-side organisations and staff about abuse, harassment, bullying, violence experienced by protected groups, and how to make progress?
	Training Package for Staff Side related to Equality and Diversity including section on prevention of Bullying and Harassment 
Prevention of Bullying and Harassment Policy and Procedure

Policy Review Group

Staff survey results
	
	Achieving
	Bespoke Training Packages have been developed and implemented for Staff Side related to Equality and Diversity including section on prevention of Bullying and Harassment
Policy has been agreed in partnership with staff side.

The monitoring of application of this policy is done via the Policy Review Group which has strong staff side involvement.

Meet with staff side in respect of the staff survey results, agreeing in partnership a way forward when agreeing actions.



	Does the organisation take account of key disadvantaged groups in the above processes?
	Prevention of Bullying and Harassment Policy and Procedure

	Looking at how we specifically look at disadvantage groups in relation to monitoring activity
	Developing
	Policy is all inclusive and would be applied regardless of any disadvantage group someone may be from.

	Does the organisation deal with instances of possible abuse etc against staff from protected groups, and quality assure practice and outcomes, through mainstream processes?
	Workforce statistics relating to bully and harassment cases

Single Equality Scheme Annual Report

Prevention of Bullying and Harassment Policy and Procedure


	
	Achieving
	Workforce statistics relating to bully and harassment cases are monitored quarterly in the Trust Board report.  

Statistics related to B&H cases by equality group are reported in the Single Equality Scheme Annual Report (ethnicity and gender).

The Trust has in place a robust policy and procedure relating to the prevention of Bullying and Harassment within the Trust.  It is clear in this policy that discrimination of any form is unfair and not tolerated by the Trust.

The policy has undergone a equality impact assessment in order to consider potential equality impact.  

The policy was agreed in partnership with staff side via the Policy Review Group and was ratified via the Joint Negotiating Forum (JNF).



	Does the organisation have plans in place to progress to the next level, with milestones?
	
	
	Developing
	Plans in place in accordance with requirements of implementation of EDS.  Action plans to be developed following the agreement of the grading processes.


EDS Outcome 3.5 (EDS Goal 3 – Empowered, engaged and well-supported staff)

“Flexible working options are made available to all staff, consistent with the needs of the service, and the way people lead their lives”

	Factor
	Evidence
	Gaps (Short & Long term)
	Grade
	Narrative

	Through the use of best available evidence, can the organisation demonstrate that staff from protected groups have access to a full range of flexible working options?
	Work life balance policy

Workforce statistics on working practices

Recruitment processes

Improving Working Lives Working Group

Communications around staff achieving a work life balance.
National work-life balance week 

Healthcare 100 results

Staff Survey results:
Key finding 7 (Trust commitment to work life balance)

Key finding 9 (%age of staff using flexible working options)
Redeployment policy

Example of reasonable adjustments made in individual cases
	Staff census in relation to working practices across the Trust, ensuring all protected characteristics are met. (As this is a relatively new field to be completed on ESR)
	Achieving 
	The Trust has in place a robust work life balance policy which underpins the range of flexible working options that may be available to staff.  This policy has been equality impact assessed and has been agreed in partnership with staff side via the Policy Review Group and Joint Negotiating Forum.
The Trust is recording working practices of staff in order that reports can be produced giving indication of flexible working practices by protected characteristic

During the recruitment process it is an expectation of the recruiting manager to maximise the use of a flexible workforce and ensure that all requests for flexible working are considered in an equitable manner.   

The Trust has an established Improving Working Lives Working Group, which included representatives form all directorates across the Trust and staff side membership.

There is regular Trust wide communication relating to flexible working / work life balance examples across the Trust.  This highlights the broad spectrum that we have in place across the Trust.

The Trust took part in the national work-life balance week, asking staff for suggestions on how things can be improved.

The Trust took part in healthcare 100 Awards in 2010 and were ranked 15th best NHS employer to work for by staff.

In the 2010 staff survey results the Trust was ranked as in the highest 20% when compared to other acute Trusts nationally in relation to staff perception that the Trust is committed to work life balance.
In the 2010 staff survey the Trust ranked in the highest 20% when compared to other acute Trusts nationally in relation to the percentage of staff using flexible working options.

The Trust has in place a redeployment which include a section of redeployment due to a disability.  This policy has been ratified in partnership with staff side via the JNF.

The Trust has example cases of where reasonable adjustments have been made to facilitate the change individual circumstances of staff (should that be a disability, pregnancy and maternity for example).

The Trust will continue to work with Managers to ensure that any flexible working request is considered fairly, with full consideration of service needs and the potential impact that flexible working may have on other staff.



	Through the use of best available evidence, how does the range and extent of flexible working options made available to staff from protected groups compare with the range and extent of flexible working options made available to staff as whole? 
	Workforce statistics on working practices


	Staff census in relation to working practices across the Trust, ensuring all protected characteristics are met. (As this is a relatively new field to be completed on ESR)
	Developing
	The Trust is recording working practices of staff in order that reports can be produced giving indication of flexible working practices by protected characteristic



	Does the organisation engage with staff-side organisations and staff about developing and improving flexible working options for all protected groups, and how to make progress?
	Work Life Balance Policy
Policy Review Group


	
	Achieving
	The Trust has in place a robust work life balance policy which underpins the range of flexible working options that may be available to staff.  This policy has been equality impact assessed and has been agreed in partnership with staff side via the Policy Review Group and Joint Negotiating Forum.



	Does the organisation take account of key disadvantaged groups in the above processes?
	All inclusive policy
	Consider targeting disadvantage groups
	Developing
	All inclusive policy that is monitored via the PRG

	Does the organisation deal with instances of unfairness and discrimination with regard to the availability of flexible working options for protected groups, and quality assure practice and outcomes, through mainstream processes?
	Trust Grievance policy and procedure

Single Equality Scheme Annual Reports

Case examples of where claims have been made and outcomes agreed.

Equality and Diversity Training (mandatory session)
	
	Achieving
	The Trust has in place a robust grievance policy and procedure which is accessible to all.
Grievance are monitored quarterly for Trust board and annually by protected characteristic for the Single Equality Scheme Annual Report (ethnicity, gender, disability).

The Hr department has (anonymous) case examples of issues raised and how they have been resolved to best suit the needs of both the individual and Trust.

The Trust mandatory Training of Equality and Diversity includes section on fairness of application of Trust policy.

	Does the organisation have plans in place to progress to the next level, with milestones?
	To be identified via EDS process
	
	Developing
	Plans in place in accordance with requirements of implementation of EDS.  Action plans to be developed following the agreement of the grading processes.


EDS Outcome 3.6 (EDS Goal 3 –Empowered, engaged and well-supported staff)

“The workforce is supported to remain healthy, with a focus on addressing major health and lifestyle issues

that affect individual staff and the wider population”

	Factor
	Evidence
	Gaps (Short & Long term)
	Grade
	Narrative

	Through the use of best available evidence, can the organisation demonstrate that staff from protected groups are supported to remain healthy and have access to initiatives that promote healthy lifestyles?
	Health and Wellbeing Steering Group

Various health well being groups, IWL groups

Promotion via Communication regarding healthy workforce


	Raising awareness of these services – for comm. Staff (not core staff)

Take up of service
	Achieving
	The Trust has in place a Health and Wellbeing Steering Group which addresses key elements of all health and wellbeing activity around the Trust.
These initiative are assessable to all staff regardless of protected characteristic.

There is regular communication promoting healthy workforce and key activities and programmes available across the Trust.  For example

Occupational Health support

Smoking cessation

Weight loss

Virtual gym

Healthy eating

Counselling service

Mediation

	Through the use of best available evidence, how does support to remain healthy and access to initiatives to promote healthy lifestyles for staff from protected groups compare with such support for staff as a whole?
	Health promotion exercises Trust wide.
Details of uptake from Occupational Health
	Consider monitoring take up by protected group
	Developing 
	All inclusive 

	Does the organisation engage with staff-side organisations and staff about healthy lifestyle initiatives for staff from protected groups, and how to make progress?
	JCF
Health and Wellbeing Steering Group

IWL Working Group
	
	Developing
	Membership and involvement from staff side on a number of key groups relating to health and wellbeing across the Trust

	Does the organisation take account of key disadvantaged groups in the above processes?
	
	Consider targeted 
	Developing
	All inclusive

	Does the organisation aim to improve the health and lifestyles of staff from protected groups, and quality assure practice and outcomes, through mainstream processes?
	Health & Wellbeing Steering Group
Trust Stress Policy

IWL Working Group

Health and Wellbeing events/days


	
	Developing
	Health and Wellbeing agenda is addressed via the Trust Health and Wellbeing Steering Group that would assess individual needs in relation to protected characteristic or a particular disadvantaged group.
Issues may be raised and discussed via the Improving Working Lives Working Group.

	Does the organisation have plans in place to progress to the next level, with milestones?
	
	
	Developing
	Plans in place in accordance with requirements of implementation of EDS.  Action plans to be developed following the agreement of the grading processes.


EDS Outcome 4.1 (EDS Goal 4 – Inclusive leadership at all levels)
“Boards and senior leaders conduct and plan their business so that equality is advanced,  and good relations fostered, 

within their organisations and beyond”

	Factor
	Evidence
	Gaps (Short & Long term)
	Grade
	Narrative

	Do Board members and senior leaders communicate their vision for services and workplaces that are personal, fair and diverse within the organisation and beyond to the wider health and care system?
	Trust Equality and Diversity Strategy

Trust Single Equality Scheme

Single Equality Scheme Annual Reports

Equality and Diversity Steering Group

Training Packages for Directors and Board Members on Equality and Diversity


	
	Achieving
	The Board commitment is made clear in a number of Key Trust documents including the Equality and Diversity Strategy, Trust Single Equality Scheme.
The Trust Equality and Diversity Steering group is Chaired by an Executive Director of the Trust.  The Trust Chairman and Director of Human Resources and Organisational Development are members of the E&D Steering Group.

The Board have been involved in bespoke Equality and Diversity training package.



	Do Board members and senior leaders actively take steps to create high performing diverse teams and develop diverse talent in the organisation? 
	Active programme of Board Member Development in place. Content constantly reviewed to meet the needs of individuals and the group
	
	
	

	Do Board members and senior leaders include advancing equality of opportunity and fostering good relations in their personal objectives and ask the same of their staff?
	Trust Equality and Diversity Steering Group
Training Packages for Directors and Board Members on Equality and Diversity


	
	
	The Trust Equality and Diversity Steering group is Chaired by an Executive Director of the Trust.  The Trust Chairman and Director of Human Resources and Organisational Development are members of the E&D Steering Group.
The Board have been involved in bespoke Equality and Diversity training package.



	Do Board members and senior leaders demonstrate the importance of engaging with patients and communities, across the protected groups, in their decision-making and service review, and require the same of all parts of the organisation?
	Trust Equality and Diversity Steering Group
Trust Board

Trust Executive Team Meeting

Equality Impact Assessments
	
	
	Such discussions relating to engagement take place via the E&D steering group, at Trust Board and ETM.

	Do Board members and senior leaders demonstrate the importance of engaging with staff-side organisations and staff, across the protected groups, in their decision-making and service review, requiring the same of managers?
	Trust Partnership Agreement
Examples of how the Trust has worked in partnership with staff side

Policy Review Group

Joint Negotiating Forum

Joint Consultative Forum

Medical Staff Committee

Local Negotiating Committee

Board Training
Engaging Council of Governors

	
	Achieving
	The Trust has in place a Partnership agreement.

As a result of this there are examples of how the Trust has worked in partnership with staff side – for example working together during times of emergency such as pandemic flu or winter pressures.

The Trust support a number of forums where management work alongside staff side such as Policy Review Group, Joint Negotiating Forum, Joint Consultative Forum, 

Medical Staff Committee, 

Local Negotiating Committee



	Do the Board and senior leaders demonstrate the importance of using best available evidence, across the protected groups, in its decision-making and service review, requiring the same of all managers?
	Equality Impact Assessments
	
	
	

	Do Board members and senior leaders deal with issues of personalisation, fairness and diversity, across the protected groups, as part of mainstream business and internal assurance processes?
	
	
	
	


EDS Outcome 4.2 (EDS Goal 4 – Inclusive leadership at all levels)

“Middle managers and other line managers support and motivate their staff to work in culturally competent ways

within a work environment free from discrimination”

	Factor


	Evidence
	Gaps (Short & Long term)
	Grade
	Narrative

	Do middle and line managers actively take steps to create high performing diverse teams and develop diverse talent in the organisation? 
	
	
	
	

	Do middle and line managers include advancing equality of opportunity and fostering good relations in their personal objectives and ask the same of their staff?
	Appraisal policy

Knowledge and Skills Framework

Job Description (paragraph relating to commitment to IWL – including equality and diversity)
	
	Developing 
	Managers address equality and diversity with every member of staff within the Trust via the appraisal process.  Equality and Diversity is a core competencies by which staff are measured against in relation to the knowledge and skills framework (KSF).
All Job descriptions include a relevant statement in relation to commitment and expectation in relation to improving working lives of which equality and diversity is part of this.

	Do middle and line managers motivate and support their staff in understanding and responding to the different needs of patients, carers, communities and colleagues from the protected groups?
	Equality and Diversity Training Packages (mandatory)
Communication to Managers regarding equality impact assessments

Presentations to E&D Steering Group by Directorate representatives 
	
	Developing
	

	Do middle and line managers use a range of evidence to gauge the extent to which they and their staff are working in culturally competent ways and that the work environment is free from discrimination?
	Equality Impact Assessments
	
	Developing
	

	Do middle and line managers engage with staff from protected groups to identify and plan responses to meet the needs of diverse patients, carers, communities and colleagues from the protected groups?
	Equality and Diversity Steering Group

Equality and Diversity Working Group

Examples of where this has happened in practice


	
	Developing
	Examples of where this has happened in practice

Catering dept - Halal meat.
Chaplains - Multi faith room.
Work with Shaw Trust
Patient Forum

	Do middle and line managers actively take steps to capture and disseminate examples of good practice demonstrating how to work in culturally competent ways across the protected groups? 
	Middle & line managers members of the E&D Steering Group and E&D Working Group.
	E&D Working Group to have leads for each of the protected characteristics 
	Developing
	Managers from Directorate are asked to present evidence within their directorates relating to work on going and completed regarding equality and diversity at the E&D Steering Group.


EDS Outcome 4.3 (EDS Goal 4 – Inclusive leadership at all levels)

“The organisation uses the Competency Framework for Equality and Diversity Leadership

to recruit, develop and support strategic leaders to advance equality outcomes”

	Factor
	Evidence
	Gaps (Short & Long term)
	Grade
	Narrative

	Does the organisation use the Competency Framework for Equality and Diversity Leadership?
	Trust utilises KSF outline

Leadership Development Programme  
Competency matrix developed based upon National Occupational Standards for all levels of leaders within the Trust. Specific competencies relating to equality and diversity include:

(B11) compliance, links with vision/objectives/planning/decision-making, consultation, identifying needs, monitor, review, leadership style, legislation, definitions, forms of discrimination & harassment, behaviour, resources, organisational culture, employment policies, responsibilities.  (B12) Senior management commitment, behaviour, legislation, benchmark workforce, action planning, implementation, consultation, monitor, review, impact & implications, challenge behaviour/processes, leadership, definitions, forms of discrimination/harassment, business case, consequences, liabilities, policy development, organisational culture, comparators


	Not currently using competency framework E&D leadership specifically
	Underdeveloped
	Not currently using competency framework E&D leadership specifically however as a Trust we do utilise the Knowledge and skills framework of which a core competency is Equality and Diversity.
Equality and Diversity is also mandatory for all staff, at all levels across the organisation, including Trust Executive Team and the Trust Board.


