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TITLE Equality Delivery System

EXECUTIVE SUMMARY The purpose of this paper is to inform the Board of the
Equality Delivery System (EDS) that has been developed for
Ashford and St Peter’s Hospitals NHS Foundation Trust and
to seek approval of the goals, which are linked to Trust
Strategic Objectives, and the next steps identified therein.

BOARD ASSURANCE
(RISK)/
IMPLICATIONS

There is already a range of initiatives on diversity and
equality (including the single equality scheme) that has been
developed for Ashford and St Peter’s Hospitals NHS
Foundation Trust. The EDS is the next stage in building on
these initiatives and builds on the Equality and Diversity
annual report (milestones and action plans) referred to in the
January Board paper.

STAKEHOLDER/
PATIENT IMPACT AND
VIEWS

The Equality and Diversity Steering group (EDSG) provides a
forum for the diversity champions and patient representatives
to be involved in the development of action plans and
policies.

EQUALITY AND
DIVERSITY ISSUES

The Equality Diversity Scheme is central to the Trust meeting
its requirements under legislation.

LEGAL ISSUES To meet the legal requirements of the Equality Act (2010) and
Public Sector Equality duty.

The Trust Board is asked
to:

Approve the EDS.

Submitted by: Nikki Hill, Interim Deputy Director of Workforce and
Organisational Development on behalf of Raj Bhamber,
Director of Workforce and Organisational Development

Date: 17th April 2013

Decision: For Approving.
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Equality Delivery System

Introduction

The Public Sector Equality Duties require that public authorities such as Ashford and St Peters NHS Foundation Trust (ASPH) prepare and publish their
equality objectives. As context it should be noted that ASPH has already developed a range of initiatives on diversity and equality (including for example, our
single equality scheme); reflecting the priority the organisation had given to this subject in recent years. We intend to build on this in the future. We aim to be a
leader in this field, using the progress made in this area to inform all of our activities.

At ASPH, we know that engagement and inclusive dialogue is at the heart of delivering better outcomes for our patients, for our local communities and better
working environments for all of our staff.

The Equality Delivery System [EDS] process provides us with an enormous opportunity to review our equality performance and to identify future priorities and
actions. We know we have a responsibility not only for the welfare of our patients, but also for the welfare of our staff. That is why we know that by working
in partnership, with all the communities we serve, we will continue to deliver better outcomes for all.

1. Conversations for Change will form the bedrock for reaching agreement about how well we are doing on equality, inclusion and human rights. This
ongoing Conversation will be between us, ASPH, and our local interest groups. This Conversation will make sure we look at what grading will be given
to each of our EDS outcomes. That is why as an NHS Foundation Trust we are proud to be one of the first NHS Trusts who, with the help of the NHS
Leadership Academy, NHS Employers and the Tutu Foundation UK, will have been able to train a group of staff, volunteers, patients & Carers, who
will continue to facilitate active Conversation for Change & better outcomes for all.

2. Who do we mean, how much impact are we having? When we look at equality, inclusion and human rights we talk about people from different
groups. We do need to make sure ASPH is improving outcomes for everyone, but sometimes this takes time. We use phrases like “all”, “most”,
“some” and “none/few” protected groups. What we mean when we say “All” - is that the outcome applies to All people who are part of the nine
protected groups. “Most” means six to eight protected groups. “Some” means three to five protected groups “Few” means one or two protected
groups. “None” means no protected groups.

3. What are we doing? ASPH has taken account of the guidance recently produced by the Equality and Human Rights Commission (EHRC) and also
the EDS framework and its attachments. The driving force of the EDS framework is that these equality objectives should be seen as part of
mainstream business plans and are supporting the delivery of these.

Therefore, this document presented to the Board, contains an overview of the four outcomes, with clear goals against each outcome that are directly
aligned to support the Trusts strategic objectives. The goals are meant to be set for a period of four years and can be reviewed and amended over
time. We intend to retain flexibility in the approach we take so that we can react to circumstances, and also change our approach in the light of
experience gained and lessons learnt.
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Over the coming months we expect this to become more detailed into SMART objectives under each strategic goal alongside a direct reference to the
CQC standards and the NHS constitution.

Once the relevant leads in the organisation have been fully consulted regarding the specific outcomes, a traffic-light style rating will be applied and

reported upon to monitor performance against each EDS goal.

▲ Excelling – Purple 
▲ Achieving – Green
▲ Developing – Amber
▲ Undeveloped – Red

ASPH will use the EDS as a way of sharing evidence of what we are doing. We will work with our partners to then grade our performance against
each goal and its individual outcomes. We want to excel in all we do, but this will take time and require partnership working.

Summary

It is up for ASPH to decide how many equality objectives we should have. The difference between the previous legislation and arrangements and now is that
organisations have more scope to decide what they do and how they do it, based on local circumstances and their own experiences. In developing our
objectives, we have taken account of guidance from the EDS framework (Setting Local Objectives and Priorities). Hence, in the first instance we have based
our equality objectives around EDS’ four goals and in the coming months will be expanding upon these to detail specific actions and grading for self-
assessment.

Finally, it should be noted that part of the recent legislative changes on equality are being driven by the need to simplify the process of delivering equality and
diversity in practice. It is suggested that over time these equality objectives will form the main part of our approach to equality and diversity. Our aim however
should be to keep what we do in this area as simple and clear as possible, concentrating on results and outcomes rather than just process.
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EDS Goal 1 – Better health outcomes for all

Executive Lead: Deputy Chief Executive and Chief Nurse

Narrative:

The trust has long been committed

to being a personal, fair and diverse

NHS trust. As a Foundation Trust it

believes that patients, service users

and Carers are fully at the heart of

the design and delivery of its

services. It has set up systems

which not only support

communication to the Board, but in

addition support inclusion in various

aspects and level of decision

making. The trust ensures that in

collaboration with the different local

authorities it works with, it also

engages with and considers data

and evidence for communities and

groups that are seldom heard,

including: local homeless people,

refugees and asylum-seekers,

vulnerable adults living

independently in the community,

when designing and procuring and

delivering services.

Goals:

 Continue to work with commissioners to shape the wider work and agenda of commissioners, ensuring that

services are commissioned, designed and procured to meet the health needs of the trust’s diverse local

communities and geographic areas and so promote well-being and reduce health inequalities (SO3)

 Ensure that choice of place of death for all those at the end of life respects family choice and adequately

addresses diversity issues (SO1.2c)

 Ensure that programmes that support patient safety (e.g. Leading Improvements in Patient Safety) engages

the local community and is monitored to ensure it addresses the diverse needs of patients (SO1.3)

 Monitor to ensure that individual patients needs are recognised and assessed, and that the resulting services

are provided in appropriate ways (SO3)
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EDS Goal 2 – Improved patient access and experience

Executive Lead: Chief Nurse and Medical Director

Narrative:

The trust is on two separate sites,

with huge differences in

demographics and is the largest

provider of acute services in Surrey.

The trust believes that

improvements have been made to

ensure that patients from all

protected groups are fully involved

in decisions about care and are fully

supported so that they can ask

questions, consent to treatments

and choose their place of treatment.

In support of its work to deliver a

Single Equality Scheme, the trust

has developed a range of

information and tools for patients,

which provide clarity around human

rights and what patients can expect

in relation to dignity, respect,

confidentiality.

Goals:

 Review and monitor the Friends and Family test: keep and monitor relevant diversity data as part of the

continuing learning of assessment in this area (SO1.1c)

 Demonstrate that patients and carers are as involved as they wish to be in their diagnoses and decisions

about their care, and can exercise choice about treatments and places of treatment that respect the diverse

needs of the population (SO1.1a)

 As part of the planned care programme, monitor and evaluate equality of access to services (SO3)

 Gather and share information on the experience of patients, including complaints and compliments, taking

into account the diversive needs of the population that we service (SO1.3)
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EDS Goal 3 – Empowered, engaged and well supported staff

Executive Lead: Director of Workforce

Narrative:

The Trust is constantly striving to

ensure that it has a well supported

and engaged workforce that reflects

the diverse community it serves.

The recruitment and selection policy

and practice has been subject to

robust and open consultation with

staff-side organisations, as well as

local BME Staff Network and was

subject to an Equality Impact

Assessment (EIA).

Key equality metrics including

workforce composition continue to

be published annually and the

results of the Staff Attitude Survey

are analysed every year to measure

staff perception and experience.

Goals:

 Continue to monitor and evaluate diversity employment data and also address any gaps in the data collection

and disproportionate impact on protected characteristics (SO2).

 Ensure that 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 (S02.1)

 Ensure that there are robust systems of prevention and monitoring in place to provide a zero tolerance

environment where staff are free from abuse, harassment, bullying and violence from both patients and their

relatives and colleagues, with redress being fair and open to all (SO3.3)

 Ensure that 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 (SO3.3c)



Paper 7.4

EDS Goal 4 – Inclusive leadership at all levels

Executive Lead: Chief Executive

Narrative:

The Trust Board members and

senior leaders use diverse ways to

communicate their vision for

services and workplaces that are

personal, fair and diverse within the

trust and beyond to the wider health

and care system.

Working in partnership with third

sector bodies, like the Tutu

Foundation UK, the Executive and

Trust Board are sharing with staff

and patients a clear vision and

mission for promoting a personal,

fair and diverse culture.

The trust has actively taken steps to

resource work to develop high

performing diverse teams and

develop diverse talent across the

trust. This work has been

undertaken together with staff

networks who meet the needs of

staff from some of the protected

characteristic groups

Goals:

 Ensure that objectives relating to diversity and equality are reflected in executive objectives and that these

are monitored and reviewed in a regular and timely fashion (SO)

 Ensure that ASPH values around diversity are embedded into the overall development of the culture of

continuous service improvement and team working (SO2.2c)

 Ensure that development and coaching of management teams is monitored to ensure equality of access by

all staff (SO2.4b)

 Ensure the effective communication and accessibility of all equality and diversity information, including

ensuring all goals and objectives, are reflected in information available using technology to ensure access

(SO4.5)


