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The delivery of safe care is the most
fundamental building block in the

provision of health services. This can

only be achieved by retaining legitimacy
within the communities we serve through
transparency, engagement and an ethical
and fair application of the Equality Act 2010

~Orwor

by a workforce that reflects the people it serves,

The NHS has undaergone a
transformation over recent
years responding to changes
in dermand, rising public
sxpectations, and increasingly
divarse communities; this

is 2longside the impact of
technology and a worldwide
pandemic. We now have 2
more diverse worklaorce across
a variety of roles and we want
to devalop a culture that
focuses on outcomes,

Health and social care is vitally
important to all our lives and
it iz eantral to protecting
averyone in our society. This
strategy is in support of the
NHS Equality and Diversity
Council's purposs, alongside

those aims set out in the NHS
Constitution and Equality
legislation. Understanding our
equality, diversity and inclusion
issues not only ensures we
can make much better use

of the talents and skills of
peaple fram all backgrounds,
but also better understand all
communities enhancing our
abilities to address the care
needs that affact them. An
understanding of the context
of healthcare delvery as part
of the whole public system is
essantial,

Sometimes the NHS creates
health inequalities but it
alse has to deal with the
consequences of health




inequalities from other parts
of the public sector. The NHS
must play its part to work
with partners to reduce and
ultimately seek to eliminate
inequality wherever it lies.

This strateqgy gives clarity of
leadership and action that is
required by the Countess of
Chester Hospital across three
categories: our Trust people,
our patients and our partners,
Embedding equality, diversity
and inclusion into all that wa
do is an essential ingredient
for success and fundamental
to this is an effective steering

group that influences our work

within the MHS and into ather

organisations.

My own |eadership approach,
and that of my colleagues,
plays a vita! role in this work
which is fundamental to us

in meeting the demands of
our own Feople Strategy and
the NHS People Promize, In
acknowledging the current
changing environment,

we commit to keeping the
strategy under review. The
Equality, Diversity & Inclusion
Steering Group will own,
develop and deliver thiz
strategy on behalf of COCH,

Nicola Price,

Chief People Officer and Chair
of COCH Equality, Diversity and
Inclusion Steering Group



—quality, Diversity al
INnclusion Pleds

As the Trust Chair, | recognise the wark that
has been undertaken to embed equality,
diversity and inclusion best practice into our
workforce and into the services we provide
to our communities.

However, both myself and my Trust Board colleagues
recognise there is still significantly more to be done and we

do not underestimate the effort needed to truly embed it within all
that we do.

1 « We are committed to ensure we better understand the
composition of our communities and that having a truly diverse
workforce that reflects those communities not only has great benefits
for the Trust but also for the public we seve.

2. We agree there is not a "one size fits all’ approach to equality,
diversity and inclusion and the local responze needs to be tailor made
te ensure local needs are addressed, A truly diverse workdorce and
service provision is one that reflects the nine protected characeristics
and goes beyond to value difference.

3- Wa recognise and support the priority that the Government has
given to tackling race inequality and commit to ensuning we address
thoee issues in line with that agenda,

4- Wa aspire to be one of the best places to work for people across
our communities.

5. We will create an inclusive culture where people feel confident to
provide information about themselves and bring their whole selves to
WOre

6- We recognise the legal obligetions we have as leaders and are
commitied to ensuring these are met.




7. we racogn =e the maral basis for equality, diversity and inclusion
and how delivery of this strategy and associsted standards and toolkits
strangthens bath the lagitimacy of the Trust and cur operational
outcomes.

B. Ve recognise the importance of having a strong evidenca base for
our decision making and will continually improve our approach based
upon the research undertaken,

9- We agres that as a health care provider we sometimes create
health inequality but also have to deal with the consequencs of health
inequality within other parts of the public sector system. Ve are
committed 1o undemstanding inequalities within the care system and
to exglaining that inequality. fwe cannot, we will adapt. Furthermars,
we are committad to working with partners to devalop a whole
systern response that will help reduce and ulimately seck to eliminata
Inequality and create a truly diverse and inclusive service.

lan Haythomthwaite,
Trust Chair




Qur Statuto
Obligation

The Equality Act 2010 legally protects people from
discrimination in the workplace and in wider society.
It replaced previous anti-discrimination laws with a
single Act, making the law easier to understand and
strengthening protection in some situations.

It sets out the different ways
in which it is unlawful to treat

Someone,

Tha Public Sector Equality
Duty (FSED) came into force
across Great Briteinon &

April 2011. The PSED applies
to public bodies and others
carrying out public functions.
It supports good decision-
making by ensuring public
bodies consider how different
paople will be affected

by their activities, helping
them to deliver policies and
services which are efficient and
effective; accassible to all; and
which meet different people’s
naads.

The characteristics that are
protected in relation to the
FSED are:

L] ggE

disability

gender reassignment
marriage and civil
partnership

pregnancy and matarnity
race

religion or belief

s5ex

sexual orientation

L
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Marriage and civil partnership
are also protected
characteristics under the
Equality Act but are not
covered by the public sector
eguality duty.

The PSED also requires that

public bodies have due regard

to the need to:

* aliminate discrimination

* advance equality of
opportunity

* foster good relations
between different people
when carrying out their
activities

The PSED is supported by
specific duties which require
public bodies to publish
relevant proportionate
information demonstrating
their compliance with

tha Equality Duty; and to

sat themselves specific,
measurable eguality objectives.

Any reports and relevant
information is updated
according to an annual
timetable and will be available
on the Trust website.



—

i

-
o N
i ; h‘m. ) .i#ll i I...

(W




Strategic Aim

We have identified the three strategic aims set out below:

To create an inclusive

workforce free from
discrimination,

03
To improve 02

satisfaction acoss all
patient communitios.

To communicate mome
effectively to tackle

health inegualities.

We will work to achieve these * |n collzaboration we work

aims by always paying attention o effectively improve the

to our three core values of being services we provide as part

safe, kind and effective; of a wider system, and meet

the needs to those who

* |n being inclusive we are BCCess our care and support.
kind, show compassion and
create asense of belonging  Our values are implicit in

* Inimproving patient the aims of the strategy and
satisfaction, we will evidence  we understand that how we
satety at every level and work with each other is just as
cormmit to listening to all important as what work we do.

woloes,



Strategic Objectiv

Four strategic workplans will be created to support delivery
of the Strategy (Leadership, Pecple, Patients, Partners) and
these plans will be monitored by the Equality, Diversity and

Inclusion Steering Group.

An evidenced-based approach
will be at the centre of
measuring our achievements
over the next three years

By March 20256 we commit

to achieving the following
outcomes:

1. To grow a compassionate
and inclusive culture, which is
evidenced by our employee
and patient voices.

2. To evidence that we can
meet the communication
needs of patients and others,
so that they are able to access
all of the services we offer.

3. To widen participation in
the delivery of Trust services
for our local community

by increasing employment
opportunities across all
protected characteristics.

4. To evidence our people

are better equipped and feel
confident to spot and deal
with EDI issues in their day-to-
day work.

5. To evidence social
disadvantage and health
inequalities are addressed by
putting EDI at the heart of our
institutional processes and
decision-making.

6. To evidence our
commitrment for promotion of
equality diversity and inclusion
best practice by being
recognised as a exemplar in
the North-West Region and

beyond.

These strategic objectives
will be delivered through a
work plan set out below and
monitored by the Equality,
Diversity and Inclusion
Steering Group.

An evidenced-based approach
will be at the centre of
measuring achievements over
the life of the strategy. As a
three-year strategy we aim to
demonstrate improvemants
over time via annual reporting
at @ minirmum, highlighting
both successes and challenges
in a transparent “We 5aid, We
Did" approach.



What will succes

00K lIke

Increased diversity
amongst our workforce
characteristics.

Improved patient and staff
experience as measured

by our surveys and
assessments.

Improved engagement and
inclusion scores in the Staff
Survey and People Pulse
survey.,

Higher declaration rates for
protected characteristics
amongst our workforce.
Improved staff retention
and workforce stability,

A reduction in the number

\

of people reparting
personal experience of
harassment, bullying or
abuse in our trust, and

a reduction in patient
complaints.

Growing staff networks and
increased intersectionality
between them,

Improved experiences

of our ethnic minority

and disabled workdorce
evidenced through the
WRES and WDES reports
Improved scores for the
equality delivery systermn
process.




The Stratec

The strategy has three essential themes that enable
success, alongside the personal leadership of all Board
Members and their senior leadership teams.

These thames are:
* OurPeople

&  Our Patients

»  Our Partners

The principle of Laadership
links these and provides the
foundation and focus for the
strategy rationale.

The themes provide a
framework to accelerate
progress on equality, diversity

Qur People

Lnasrsiandig our workionse
Irangpanency and scruting

Llsvsioping our
LT [0 e

and inclusion, the delivery of
positive equality outcomes and
to ensure legal compliance.

In so doing, we will deliver

a fair and responsive service
that engages effectively with
our staff, our patients and our
partners and helps to grow our
organisational culture.

Leadership

Trust senior leaders will

provide visible and audible

QOur Patients

Undersianding our pafants

Increasing
corfdances







leadership to ensure our
people, our patients and our
partners witness our personal
commitrnent to equality,
diversity and inclusion.

Our People

Understanding our Workforce
We will better understand

the compaosition of our
woarkforce by ensuring we put

in place systems that ensble
the collection, collation and
analysis of workforce data
acrass the nine protected
characteristics.

We will put in place effective
strategies that enable formal
and informal engagement
with our staff and support
networks to ensure we

batter understand how we

can continue to develop an
inclusive orgenisational culture
that promotes and embeds
equality and diversity,

Transparency & Scrutiny

We will maximise the
transparency in our Trust to
ensure our activities can be
scrutinised to enable explanation
and give evidence to enable
change.

Developing our Workforce
We will develop our staff to better
understand equality, diversity
and inclusion and the positive
outcomes that will be delivered
if we truly embed our response
within our organisations. We
will create an inclusive culture
where people, no matter their
background, feel confident to
disclose their characteristics and
bring their whole selves to work.

Plan for the Workforce

A plan for cur pecple will set

out the key components to
successfully achieving the vision
of creating a representative
warkfarce free from discrimination
by focusing on specific actions
summarised below:

Our People
Understanding our Workforce

Workstream

The Trust will ensure robust .
collection and quality
assurance of all workforce -
data, so that it can be used in

a meaningful way

The Trust must ensure that staff understand why workforce data
quality is important and how their personal data will be used

The Trust will maximise their data quality in respact of their statutory
raturns to ansure they understand the true makeup of their
waorkforce

The Trus: will ensure that all data in respect of protective
characteristics is racorded for all those applying for any role

or promotion within the Trust and the reason why they were
unsuccesshul

The Trust will ensure it can accurate'y gather, record and analyse exit
information from all staff leaving their organisation to identify ana
respond to areas of concern or inequality within areas or groups



The Trust must
communicate the
importance of considering
workforce diversity and
underrepresentad groups
within Trust plans

The Trust must take action
to support staff to feel
confident to disclose
information about their
protective characteristics
and understand why it is
important to da so

The Trust will develop an
amployes engagemert plan to
batter understand the needs
and concerns of their staff

Trust Executives and senior leaders will be treined and recognised
as key advocates of Equality, Diversity and Inclusion related issues
Divarsity data and abjectives will be published to help increase
public confidence in the Trust Equality, Diversity & Inclusion strategy

The Trust will support and encourage staff networks, woerking in
conjunction with them to understand the local barriers to non-
disclosure of protected characteristics

The Trus: will develop internal communication strategies that inform
staff of the organisational diversity

The Trust will encourage protective characteristic role models to
share their lived experiences to encourage more self-declaration
amongst the workforce

The Trust will implement the Engage for Success model of employer
angagemernt

Te undertake mandated annual and quarterly staff surveys and
respond to the results promptly, to effectively close the feedback loop

To establish an Equality,
Diversity and Inclusion
Steering Group with a clear
remit to support good
govemance and deliver this
Strategy

To take steps to identify
inequality within the Trust

The Trust will review how it
publicises and promotes the
diversity of its workforcs

To adhere to the Terms of Referance of the Stearing Group and
raviaw them as necessary

To support the dalivery of clear employment approaches that
increase employee confidence and understanding in the Trust

To look &t all espects of People & OD support service delivery, how it
ghares information and for what purpose

To consider key stakeholdars, community representatives and staff
networks, and thair representation in Trust decision-making forums
To be bold, innovate and challenge established policies and
practices

To have clear objectives set for use of the data to promote
confidence in its collection

The Trust will analyse and learn frem grievances, concerns and
gisciplinaries/tribunals that relate to equality and human rights, to
increase confidence in the Trust as well as motivation and retention
across its workforce.

The Trust will conduct a review of how it publicises their workforce
diversity, both internally and externally

To recegnise and promote staff networks for the positive
contributions they can make

The Trust will work with key local stakeholders and community
groups to identify positive messages that can be used to assist
groups with protected characteristics identify with their local health
and care senices



The Trust will engage

with groups who are
underrapresanted within the
workforce to identify and
rermove barriers and identiy
inequality, including those
across multiple protected
characteristics

The Trust will support and resource staff networks to facilitate better
engagement with and feedback from their workforce regarding
areas for improvement, and to better avoid discriminatory practices
The Trust will meat the publications reguirements of the Equality
Act 2010, and the NHS Quality Contract including reporting spacific
figures ebout gender pay gap on an ennual basis, and meeting
WRES and WDES publication requirements

Reward and recognition data will be identified and monitored
ragularly to ensure that specific grouns of people are not being
treated unfairly, either directly or indirectly

Representation will be monitored regularly to identify any inequality
between different groups from a number of parspectives, incuding
grade and pay scale, type of role and access to development and
flexible working (using the WRES and WDES a& a minimurm)

Tha Trust will remew
recruitment processes to
maximise their workforce
diversity

The Trust to provide training
to their staff to anable

therm to be more aware

and sensitive to cultural

and community iSsues, as
appropriate

The Trust must use equality
impact assessments in the
development of new policies
anc engagement plans to
ensure that equality and
human rights are at the heart
of decision making with the
Trust

Trust to consider how and where they advertise vacancies

Trust to consider working with partners in the recruitment process,
such as engaging with scrutiny panels, to ensure the process is
tranzparent and inclusive

Trust to utilise the knowledge and exparience of staff networks to
inferm recruitment declsion making processes

Trust to develop and actively advertise an agile working policy to
encourage a flexible working culture

To provide appropriate training In respect of all protected characteristics
To ensure essential staff knowledge and training around human
rights, diversity and inclusion is fit for purpase, not enly in terms

of legal requirements but in wider the contexts of employment,
training, and policy development (e.9., unconscious bias training,
bystander training)

To provide development for HR professionals to enable them to
better support managers who lead teams, in how they address
family/caring responsibilities and how to manage these at work in
alignment with relevant policies

Maximise the use of local community groups and key stakeholders
within the delivery of the training to provide local lived expariancas

To ensure the Equality Impact Assessment ternplate is fit for purposa
and easily accessinle

To ensure the recording and menitering of Eguality Impact
Aszaszsments

To monitor application of Equality Impact Assessments at the EDSIG



Our Patients

Understanding our Patients
We will better understand
the composition of our
patients by ansuring we put
in place systems that enable
the collection, collation and
analysis of patient data and
information across the nine
protected characteristics .

Engagement and Good
Relationships

We will develop effective
engagement stratagies that
enable effective interaction
with all patient communities,
fostering strong relationships
that build trust and confidence.

Increasing Confidence

We will deal effectively

with all reported incidents,
recognising that failure to do
so has a detrimental impact
on the confidence all patient
communities have in the NHS.
We will ensure & code of ethics
is embedded in all we do and
is pivetal in our interactions
with those we come into
contact with.

Plan for the Patients

We will develop a plan to
enhance our approach to
diversity, equality and inclusion
within our communities by
focusing on specific actions
summarised below:

Our Patierts
Undarstanding our Patients ]

e L

|dentify existing and current local datasets which can be used
to identify the construct of patients in the context of protected

The Trust has rasponsibility
for warking together 1o
create a shared local data
sel which will allow for a
better understanding of the

patients they serve

The Trust must analyse
aquality data on its patient
demographic/population
to identify and address any
areas of disproportionate

and negative Impact on
diverse communities

"

charactaristics

Set and agree standards on data guality and collection

Set and agree standards of ana

lysis and reporting methods to

ansure all lsaders can utilise the data effectively

Leaders will include key community stakeholders in the scrutiny
of the data, for example by using existing scrutiny panals ar

Indepandent Advisory Groups

Staff will inspire patient confidence in the reasons for data
collection, its quality, security end uses to which data gathered is put
The Trust will publish and explain the way the data is being used
and the findings, explaining what has been done to address the
identified impacts on identified affected groups within the patient

ponulation e.g., EDS2022

Trust leaders will consider the results of this data, when planning
future staff training and patient engagement plans



The Trust leaders must

understand and be
onsive to changes to

their local demegraphic

Trust leadership will
undartake work to idantify
what modern patient
engagement looks like
end Identify national best
practice

Trust leaders will actively
engage in a calendar

of everts and activities
with patients and patient
community partners

to promote a healthy
relationship

The Trust will idertify and
engage with their diverse
communities to address
possinle adversa pa

of the NHS, to help improva
satisfaction levels across all
petient communities

——.

Leaders will utdise all available internal and external data to monitar
their loczl demographic and any changes that ocours to it to ensure
that they can quickly address [anguage and cultural differences
within their patient populations which may act 2 a barrier to
engagemant and communication

Leaders will be proaciive and responsive to changes in local patient
communities and be able to deliver bespcke engagement plans
within the |ocality for those communities and groups

The Trust will ensure information requested by the publicis as -
accessible as possible when required, e.g. Accessible Information

Trust leaders will work with communications and engagemant teams

to understand what cantamporary community engagament raally

locks like now and in the future and adopt best practice approacnes
The Trust will utilise all available data and academic research to f i
identify nationzl best practice f
Any evidence and research the Trust seaks to utilise in the dalivery

of its services will be tested with key stakeholders and patiant
representatives to ensure it Is accurate and legitimate in their view

The Trust through active community engagement will identify the
cultural, religicus and community-based events and celebrations
that are planned throughout the

The Trust will consider assieting in the planning of thasa events

and look at utilising Trust buildings and fadities to host planning
rmeetings or events

The Trust will actively work with patient and community groups and
existing staff networks to contribute and take part in events relating
to any of the protected characteristics

The Trust will consider designing bespoke engagemeant plans to
address the concems of diverse communities that it serves

Bespoke engagement plans will be designed with communities’
reciprocal help to ensura that it refects any cultural, religlous or
specific neads or concarns that they have

Regular monitoring and trend analysis will be undertaken to provide
the ability to proactively see emerging gaps and issues e.g, re:
reputation

The Trust will examine the need to educate identified groups within
the local patient population area on the services it provides

s
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The Trust will undertake
meaningful invalvemant
and consultation with thair
communitias

The Trust will ensure that
their staff are culturally
compatert to deliver
maaningful and legitmate
community angagamant

The Trust will utilise
community members

end local third sector
organisations in service
delivery planning and
process design to increase
public confidence in those
leading Trust services

TH—

Key partners and representatives from |ocal communities and
groups will be invelved in the seruting of equality data le.g.,
EDS2022)

Key partners and representatives from local communities and
groups will be involved in the scruting of Trust complaints

The Trust will publish data and explain the implications of it to the
public to increase confidence and legitimacy; specifying levels of
eommunity invalvement and publishing findings in a user friandly
way will be considered.

The Trust will ensure that all staff undertake cultural awareness
training, staff networks could be considered to play a key part in this
delivary

Considaration to be given to training all staff In unconscious blas
{see Cur People above)

Effectively utilise multilingual staff to enhance community
communication and engage with members of communities who
cannot speak English

The use of local community groups and key stakeholders will be
maximised within the delivery of tha raining to provide lecal lived
expeniences

Staff will be encoureged to attend places of worship, community
events or other places associated with those who identify as having
ane or more protected characteristic whers it halps them to Improve
thair engagament approach

The Trust will ensure the involvement of community organisations
on recruitment panels and internal promotion boards either as full
members or independent observers - their selection will be open
and transparant

The Trust will aim to ensure that its leadership cohort reflects the
communities that it serves




Our Partners

Understanding the
Partnership Landscape
We will work with partners
to put in place systems
that enable the collection,

Tackling Health Inequalities
We will work with partners

to implement whole system
strategies to explain, where
necessary reduce, and where
possiple eliminate health

inequalities and enhance public

collation and analysis of data B g

and information that identifies
health inequalities in service
delivery across the nine
pratected characteristics.

Plan for Partnership
We will develop & work plan to

enable the NHS to collaborate
Joint Service Delivary more ef Hrdt vely Hﬂ‘llﬂﬂ.“'@
We will work with our partners PAREEIE S0 10 Atk

: strategies that enable a whole
to develop strategies that h \
enable more effective care ﬁ; :pprln-:i;n tackling health
Service provision across our SRR
: inequalities by focusing on

cammunities, spacific actions su et

below:

Understanding the Partnership Landscape

N

Trust leaders to have Agreed standards on data quality and collection will be set
respongibility for working Agreed ownership of work streams for each protected characteristic
with local partners to create Agreed standards of analytical products and reporting methods to
a shared local data set be set to ensure all partners can utilise the data effectively

which will allow for a better

understanding of what the

joint key interdependencies

are in respect of joint service

delivery

The Trust will work with key .
local partners to identify

Work with local partners to set out what their kay legal and ethical
community responsibilities are

what their individual * Undenake joint analysis to identify cross over on service delivary or
respensibilities are compared where non-delivery Is occurring

with what they are dalivering ¢ Once established, key pledges will be made and published to
upan enhance community accountabllity for delivery



The Trust will work with key
local partners to analyse

data and information that
identifies their key local

areas of health inequality as
identified by existing relevart
data

Joint community engagemant and consultancy will be considered
within local areas to try and establish and understand what the areas
of local health inequality are according to the local population

The findings of this engagement will be jointly analysed

and compared to the national data to help Identify key
interdependencies

The community will be informed of the local findings and invited to
identify ways of reducing or eliminating the health inequality

The Trust must create a
shared |ocal vision and
delivery plan with strategic
local partners, which

will allow for a better
understanding of health
inequality and joint service
delivery

The Trust will engage actively
with partnership wark which
rasults in ensuring those
members of the community
who are most at risk of

harm, are protectad and
safeguarded

The Trust will work across the
systam to support patients
by providing improved
services that are tailored to
thair specific nesds

Trust leaders and Strategic partners will identify key pledges that
they can work together with communitias on to achieve better
service delivery

Wheole system strategies to be jointly developed across all local
partners to identify how the shared local vision can be achieved
Strategic partnerships will consider formalising pledges and
establishing sanctions for breaching them to enhance trust,
confidence and accountability

The Trust will work with local partnaers to bast utilise a/l availabla

existing data to identify members of the community who are most at
risk

Joint service delivery will aspire to deliver a ‘one stop shop'
approach when assisting those identified as most at risk to ensure
that overall demand is reduced across all local partners

The Trus: and local partners will develop local ‘tracker’ processes

to ensure that those most at rigk within their communities are being
met with an enhanced service and outcomes are monitored across

organisational boundaries
Incorporate best use of satisfaction surveys to highlight any service

IssUBS ACTOSS Community

Analyse patient data by protected characteristic to provide
partnership data on those services mest in need of change to meet
patient need

Deploy positive action technigues and community engagemant 1o
reduce identified risks

The NHS is the entry into
the healthcare system, as
such the Trust will undertake
analysis to identify any
disproportion In how people
are treated according to
protected charactaristics

The Trust will work with
partners to daliver sarvices
which have been informad
by tha neads of |ocal
COMMmLnities

Analysis of data will be undertaken to monitor areas of
disproportionality within those patients who are admitted and those
who are discharged from the Trust's care

The Trust to work jointly with partners to better understand the
causas of this health inequality In treatment according to protectad
characteristics

Tha Trust to work jointly with all local partners to identify ways of
reducing and addrassing any disparities found

Undertake joint local consultation and engagement to identify the
specific neads of established communities and groups as well as
amearging and marginalised communities with a view to increasing
their satisfaction in the NHS

Ensure best use of community confidence surveys and other tools to
develop and support engagement and understanding



Our

—quality,

and Inclusio
Steering Grou

The Equality, Diversity and Inclusion Steering Group
(EDISG) is chaired by the Chief Pecple Officer. The role

of the Steering Group is to own, develop and deliver this
strateqy, report progress against an annual delivery plan
identified by the each of the major strategic themes and
to direct and coordinate the work of individuals or working
groups that cover the nine protected characteristics.

The EDISG will ensure that
theme ocwners, together with
represantatives from the Trust,
Trade Unions and partners,
form Working Groups who will
work to develop the strategic
direction for Equality, Diversity
and Inclusion an behalf of the
Trust and deliver the cbjectives
according to plan. It will enable
a crossreferencing approach
that will increase transparency
of actions, helping the Trust

to take account of individual
protectad characteristics and
the intersection between sach
aof them.

The EDISG will have strategic
oversight of the development
of the evidence base in this
area informed by NHSE/I and
any legislation. The EDISG has
a guardianship role. To fulil
this, any EDISG member will
sit on any relevant working
groups. Known as a ‘link
member’, their role will be as a
conduit to relevant work being

developed within Equality,
Diversity and Inclusion on a
wider scale, allowing a two-
way flow of information to
enable strategic development
and provide support to
embed Equality Diversity and
Inclusion across the wider
Trust committees, theme and
working group structures,

The EDISG will not have its
own work plan but will have a
composite plan whose aim is
to deliver the strateqy. It will
have oversight of the relevant
objectives from any associated
subgroups, Relevant objectives
will be agreed by chairs of the
subgroups and the purpose
of the compaosite plan will be
to enable a strategic oversight
of work to be undertaken.

This will enable signposting

of specialist support to help
ensure equality, diversity and
inclusion is embedded within
all that we do.

Diver
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—DSIG Assurance
and Governance

The Trust will submit all relevant monitoring reports

and documentations as required and comply with the
requirements of PSED, as well as develop effective internal
governance to enable effective scrutiny of progress against
this strategy and the assocdated NHS Quality Contract

standards,
Our main workstroams
Our
Hatienis
' ol B’
- Patignt Exparience Operatonal Group
Activity « Patient Interest Groums

and feedback
LN o
Equality Diversity and Inclusion | = Partnership
Steering Group (EDSIG) . Forum [PF) !

[ Exscutive Directors Group ] _______________
(EDG)

(POD)

[ People and OD Committee J
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