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Purpose of the report: 

• The purpose of this report is to provide assurance of compliance with the Public 
Sector Equality Duty (PSED) for 19/20 
 

• The Trust is required to comply with both the general duties and the specific duties 
of the PSED and is mandated to publish the results of exercises in relation to the 
EDS2. 
 
 

 
          Summary: 
 

 

• The Trust is required to comply with both the general duties and the specific duties of 
the PSED and is mandated to publish the results of exercises in relation to the EDS2 
 

• Trust compliance with the general duties is given in the form of a narrative regarding 
key pieces of project work, as detailed in this report. Following this, data is published 
on workforce and service users/carers as part of the Trust’s compliance with the 
specific duties 

 

• The EDS2 reporting is given in the form of grades from our previous grading. EDS2 
grading is required to be completed by Trust stakeholders (rather than self –
assessed) based on evidence supplied 

 

• The Trust is required to publish one or more equality objectives covering a four year 
period, in the context of the EDS2. The Trust is awaiting National guidance from the 
Equality and Diversity Council (EDC) on EDS3, so a grading did not take place as 
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EDS3 has not been implemented due the focus on the pandemic 
 

• Our trust Equality Plan outlines all of our targets and strategic objectives until 2022. 
This is available online at www.hpft.nhs.uk  

 
 

 
         Relationship with the Trust overall Strategy: 
 

The programme of work supporting compliance with the PSED and EDS2 links to the 
following annual plan priorities for 2019/20: 
 
Great Care, Great Outcomes 

2. We will deliver a better experience of services and improved outcomes by delivering 
on our Quality and Service Development Strategy 
 

Great People 
4. We will continue to create a more empowered and engaged workforce through 

developing a culture of collective leadership 
5. We will strengthen the capabilities and capacity required to deliver our plans by 

developing our leadership base 
 

Great Networks and Partnerships 
We will be recognised as system leaders having successfully driven and delivered on key 
system priorities. 
 

 
           Seen by the following committee(s) on date:  
 

People and Organisational Development Group (PODG) -03/09/20 
HPFT Board of Directors (BOD) on 24/09/20 

 
           Contact: 

 
For any further information on the Trust Equality, Diversity and Inclusion programme 

please contact us at hpft.equality@nhs.net  
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Public Sector Equality Duty (PSED) Compliance  
and Equality Delivery System 2 (EDS2) Grading  

update report for the year 2019/20 
 

1. Introduction 
 

1.1  The purpose of this report is to provide assurance of compliance with the Public Sector Equality 
Duty (PSED) for 2019/20 for Hertfordshire Partnership University NHS Foundation Trust (the 
Trust), as well as an update on our current NHS Equality Delivery System 2 report. 
 

1.2 The PSED requires the Trust to ensure that all of its functions are carried out in a way that does 
not disadvantage anyone from a protected group.  This forms part of the Trust’s overall 
compliance with the Equality Act 2010. 
 

1.3 The Equality Delivery System 2 Grading (EDS2) is an improvement tool used by NHS providers 
to focus on one or more areas/functions of compliance annually to track improvements to 
services and employment. This is to be replaced by EDS3 but the implementation of this was 
suspended due to Covid-19. 

 
1.4 The Trust is required to comply with both the general duties and the specific duties of the PSED 

given the size of the organisation.  The EDS2 is a mandated part of the NHS standard contract 
for providers.  

 
1.5 Sections 2 and 3 of this report provide an overview of PSED compliance; section 4 of this report 

provides an overview of EDS2 compliance. 
 

1.6 A summary of the past year’s activities, which have contributed to both PSED and EDS2 
compliance, include: 

• Monthly Staff inductions with Equality, Diversity and Inclusion (EDI) as a core component 

• EDI presentation to staff in Essex - April 2019 

• East of England WDES Workshop - April 2019 

• Monthly Meetings of our Mental Health and Disabled Staff networks 

• Monthly meetings of our BAME staff network 

• Monthly Outlook (LGBTQ) Staff Network meetings 

• Monthly/every other month meeting of Women’s Staff network 

• Monthly unconscious bias training for staff 

• Disability Summit - April 2019 

• Meeting for people with no recourse to public funds and the NHS/Social care - May 2019 

• Mental Health Awareness Week – 13-19 May 2019 

• Equality & Human Rights Promotion Day - May 2019 

• Equality, Diversity and Human Rights week - May 2019 

• Schwartz Rounds themed on Race Equality.   

• IDAHOBIT Day - May 2019, when we launched our Rainbow badges scheme for staff 

• Volunteer & Involvement Induction on various dates throughout the year 

• Launch of our Faith & Wellbeing staff network 25th June 2019 

• Establishment of disciplinary review panels to ensure just & equitable outcomes - July 2019 

• Disability Confident regrading review and submission 

• Staff diversity survey - July 2019 

• Work with Job Centre Plus in relation to Disability & Employment commenced in July 2019 

• Relaunch of Staff Carers Network in August 2019 
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• Ethnic minority forums and meetings for Strategic Business Units (SBU) Essex and IAPT 
and East and North from August 2019 

• Consultation with staff of our Disabled Staff network to rebrand and launch as Diversability  

• Webinar on LBGT Networks with Stonewall In August 2019 

• Consultation with Stonewall regarding the Stonewall Work Equality Index (WEI) 

• Presentation to Team Leaders - August 2019 

• Participation in Herts Pride - August 2019 

• A series of Reasonable Adjustments workshops for managers and disabled staff in 
conjunction with the DWP - August 2019 

• Submission of Stonewall WEI in September 2019 

• Eastern Region EDS2 Network in Cambridge - October 2019 

• Learning disability conference - October 2019 

• Herts recovery conference - October 2019 

• BHM Event on 18th October 2019 

• Big Listen promoting networks - August 2019 

• Ethnic minority staff ‘Time to Talk’  - December 2019 

• SBU Equality Meetings - February 2020 

• LGBT+ Partnership meetings – May and October 2019, and February 2020 - hosted by 
HPFT, HCC and Herts Constabulary with 38 partner organisations discussing health and 
wellbeing including our voluntary sector partners   
 

 
1.7  Challenges from the past year have included: 

• Taking action that has resulted in improvements to the Trust’s WRES data and ensuring that 
the experiences of BAME staff improve in relation to equality and diversity. Changes have 
been made to disciplinary and recruitment processes to reduce the negative 
disproportionality impacts on BAME staff. Further work is required in this and we have 
specific actions within the People and OD plan to continue our focus on this. 

• Our performance and operational teams have worked to improve data quality across staff 
and service user/carer data but further work in required. 

• During Q4 and in response to the pandemic, Business Continuity Plans were enacted and 
as a result some EDI objectives have had to be reprioritised – this work is being revaluated 
and developed further during the remainder of 2020/21.  

• This report also contains a narrative pertaining to our compliance with the general duty and 
key pieces of project work and demonstrates that whilst we are making progress, there 
remains lots to do. 

 
1.8  Compliance with the EDS2 is given in the form of last year’s partial regrading. The data that is 

published in respect of our workforce as part of the compliance requirements is detailed in 
Appendix 1  
 

1.9  Appendix 2 provides an overview of the Trust’s requirements in relation to the Public Sector 
Equality Duty and requirements under the EDS2. 

 
 

2. PSED - Summary of Key Performance Areas regarding General Duties 
 

 The general duty of the PSED requires the Trust, in relation to all protected groups1, to ensure it is 
working to: 

                                            
1 Age, Disability, Gender identity/reassignment, Pregnancy and maternity (employment only), Race/Ethnicity, 

Religion/Beliefs, Sex (gender), Sexual orientation, Marriage & Civil Partnership (employment only) 
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• Eliminate unlawful discrimination, harassment, victimisation and any other conduct 
prohibited by the Equality Act 2010 

• Advance equality of opportunity between people who share a protected characteristic 
and people who do not share it 

• Foster good relations between people who share a protected characteristic and people 
who do not share it. 

 
2.1 Overview / narrative to eliminate unlawful discrimination 
 

NHS Workforce Race Equality Standard (WRES) 
The Trust has continued implementation of their WRES programme focusing on identifying and 
addressing the inequalities within Trust workplaces.   
The WRES data can be found on the public website.2   
We have also seen enhanced activity locally within services to proactively engage with BAME staff 
to understand their experiences of working in the Trust in the form of SBU Equality meetings and 
SBU Ethnic Minority Forums 
We have reported progress through our Equality and Information Standards Group (EISG) as part 
of our Integrated Governance Structure. 
 

NHS Workforce Disability Equality Standard (WDES) 
The Trust also has a duty to report on the WDES and this was submitted in July 2019 and our report 
and action plan is published on our website.  
The WDES data can be found on the public website.3  
Work focused on our Employee Staff Records (ESR) and training with DWP and Jobcentre plus on 
Employment and Disability and Reasonable Adjustments.  
Two of our staff networks Diversability and the Staff Mental Health Network have been instrumental 
in supporting our work on WDES and engaging at our EISG and our Equality, Diversity and 
Inclusion Group (EDIG) as part of our Integrated Governance Structure. 
 

2.2Overview/narrative to advancing equality of opportunity 
  

2.2.1 Ambassadors / Champions - For some years we have an established role models programme 
across the business to support our efforts to become a more inclusive organisation. Our role 
models acted as champions for equality, working across protected characteristics. As we develop 
our approach, we are moving to identify equality, diversity and inclusion champions. These sit 
alongside ambassadors working in each of our Strategic Business Units (SBU). Together they 
have a role to identify grass root issues and to feed this up the decision making chain so that 
where necessary changes can be identified and action taken. Our role model programme will be 
phased out and the ambassadors and champions programme will be the focus for 2020-21.   
 

2.2.2 Stonewall Workplace Equality Index – We have been one of the NHS organisations on the 
Stonewall Workplace Equality Index (WEI). This year our performance has remained strong. 
However, due to the number of applicants, we are informed by Stonewall that this has been the 
most competitive ever. As a result, in the latest index we have dropped from 113 in the previous 
year to 256 in 2019, despite continuing to perform well. We were due to have a benchmarking 
meeting with Stonewall which has been postponed due to the pandemic – once we understand 
more from Stonewall, this will allow us to put in place some key focus areas to further improve our 
practice. There is no WEI this year and we continue to work with Stonewall and engage our staff in 
webinars and resources. 

                                                                                                                                                              
 
2
 https://www.hpft.nhs.uk/about-us/equality-and-diversity/nhs-workforce-race-equality-standard-wres/ 

 
3
 https://www.hpft.nhs.uk/about-us/equality-and-diversity/nhs-workforce-disability-equality-standard-wdes/ 
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2.2.3 Staff Networks – Over the last year we have extended our staff networks so that we now have 

seven networks – they are: Outlook, the LGBT Staff Network; Black, Asian & Minority Ethnic Staff 
Network (BAME); Diversability Staff Network; Staff Mental Health Network – aimed primarily at 
staff with a lived experience of mental health; Women’s Staff Network; Staff Carers Network and 
the Spirituality Staff Network. Our networks work closely together and help to identify issues and to 
foster good relations within our diverse workforce. The networks have all contributed to identifying 
issues and areas for improvements.  

 
2.2.4 Launch of Rainbow Lanyards and Rainbow Badges – Our Rainbow Lanyard and Rainbow Badge 

scheme were launched in 2019. The lanyard signifies that the person is committed to equality, 
diversity and inclusion for all. The Rainbow Badge signifies a commitment to champion LGBT 
Equality. Over a third of HPFT Staff have now signed up for the Rainbow lanyards (over 1200).  
Approximately 300 members of staff have signed up for a rainbow badge. The badges are not 
suitable for every working situation, particularly in our inpatient settings, and as such the capacity 
is lower.  

 
 

2.3Overview/narrative to foster good relations 
 

Our focus over the past year has been to use key events to bring a diverse range of people together to 
focus on a particular area of quality improvement.  This has enabled both celebration of diversity and 
awareness around inequalities that require attention in order to remove barriers and further promote 
social inclusion.  These have included: 

 
 

2.3.1 International Women’s Day (IWD) Programme 2020 – An exciting programme was planned for 
IWD 2020 led by our Women’s Staff network. Speakers included Dame Janet Paraskeva 
amongst others. Unfortunately the onset of Covid-19 necessitated a postponement of the event. 
However, the staff network is looking to identify a suitable opportunity to celebrate the impact of 
women probably in a virtual form this autumn.   
 

2.3.2 LGBT History Month 2020 – LGBT History Month was held in February 2020 and in conjunction 
with other stakeholders, a number of activities took place. These included, screen savers 
celebrating the event running throughout the month, a meeting of our Outlook staff network, a 
meeting of the Hertfordshire LGBT partnership, LGBT events aimed at young people, publicising 
poetry on sexual orientation and gender identity and attending Pride Fest 2020 at the University 
of Hertfordshire. 

 
2.3.3 Carers week – The Trust hosted a conference/events in June and November 2019. For Carers 

week in June 2019 we covered the following service areas: 
• Community Adult Mental Health Services and Older People Service (4 June 2019) 
• CATT, ADHT. Mental Health Liaison & Host Families (7 June 2019) 
• CAMHS (7 June). 
 
Some service team managers have already taken steps to further this piece of work within their 
specific services to help implement the carer pathway, address carer identification, support focus 
on developing staff in carer awareness and Continuous Quality Improvement on the carer plan 
2019-21. We are also involved in revamping the carer awareness training programme in liaison 
with our biggest partner organisation (Carers in Hertfordshire).  

 
A Team Leaders Event in September was planned and delivered with Executive Director of 
Service Delivery and Service User Experience. It included discussion on matters covering 
equality and diversity (Equality Act) with support from the trust Equality and Diversity Lead. 



7 
 

 
    Carer Rights Day 
    The above theme was extended to the whole of the team leaders again during the planning and 

                Delivery of the Carers Rights Day (November 2019).  
    

 
2.3.4 Race Equality Action Not Words - In October 2019, the Trust hosted its fifth trust wide event 

attended by 90 staff.  We looked at our WRES data and explained the changes we had made to 
disciplinary panels and the effects we had begun to see in the first three months of 
implementation. We also focused on white privilege with our keynote speaker Beverley 
Brathwaite, senior lecturer at the University of Hertfordshire. 
  
Our workshops for the day focused on: 

• Continuous Quality Improvement – our approach to to Inclusion and Diversity 

• How can we bridge the empathy gap   

• Schwarz Rounds-  Race: Let’s talk about it 
  

    We also heard some powerful and emotive personal staff stories from our other speakers.  
    Our entertainment was provided by Uzambezi Arts.  
             

 
2.3.5 Hertfordshire Pride – The Trust continued its annual presence at Hertfordshire Pride this year 

with stalls promoting Trust employment opportunities and the Hertfordshire Wellbeing Service.   
Our corporate stall spoke to people about careers at HPFT current vacancies and volunteering 
opportunities. We also spoke with people about ways they could be involved as a service user or 
carer and the opportunities for young people to be involved in projects. We also spoke to people 
about their experiences of using HPFT services and listened to some great feedback and also 
areas that we can improve on to make people’s experiences at HPFT better. 
 
This was Herefordshire’s 7th annual Pride event and it is important for us at HPFT to be 
represented at community engagement events.  Discrimination is still faced by some people 
regarding their sexual orientation and their gender identity and we are committed to making sure 
that people have a good experience at HPFT whether staff, service user or carers were proud to 
champion equality and provide equity of experience. 
 
Last year’s Pride was a wonderful family event and the atmosphere was incredible. It was 
evident how hard the Herts Pride director and team had been working to ensure that everyone 
attending felt cared for and had a good time. 

 
 

3     PSED - Specific Duties 
 

3.3     Overview of requirements 
 

3.3.1 The Trust is required to comply with the specific duties in the following ways: 
 

• Publish information to demonstrate compliance with the general duty 

• Publish data on the make-up of the workforce  

• Publish data on those affected by Trust policies and procedures 

• Publish one or more equality objectives. 
 

3.3.2 Publish information to demonstrate compliance with the general duty – this report has been 
written and published to ensure compliance with this element of the duty. 

 

3.3.3 Publish data on the make-up of the workforce – this is provided in Appendix 1 
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3.3.4 Publish data on those affected by Trust policies and procedures – this is also provided in 
Appendix 1 (service user data). 

 
3.3.5 Publish one or more equality objectives spanning a four year period – The Trust’s Equality 

Plan was published in September 2018 detailing strategic objectives for the Trust over the 
next four years.  The plan is available online at https://www.hpft.nhs.uk/about-us/equality-
and-diversity/our-equality-plan-2018-2022/.  The strategic objectives of the Equality Plan are: 

 
1. People have equity of access 
2. People have equity of outcomes 
3. People’s human rights are promoted 
4. People have equally good experiences 
5. The impact of the plan is monitored for effectiveness 

 
In addition to the above, the plan includes focused work on improving understanding of 
intersectionality and the need to remove systemic barriers that can cause inequality. 

 
 

3.4 Observations against our data 
 
Appendix 1 details data for employment and for service provision by protected group.  The 
following observations have been made from this along with our WRES and WDES data – available 
at https://www.hpft.nhs.uk/about-us/equality-and-diversity/ 

 
3.4.1 There has been overall good progress on our data quality for service users over the past 

year. We still want to further improve our data quality and will have more focused work on 
quality improvement for sexual orientation, disability and religion/belief throughout 20/21.   
 

3.4.2 The Trust’s Workforce Race Equality Standard (WRES) Data for 19/20 has showed some 
improvements in relation to workplace culture as reported through the 2019 staff survey for 
the Trust.  Whilst there is improvement, appointments following shortlisting are still an area 
of focus for the trust and we have co-production work planned in our People and OD Plan. 
There is a marked reduction in BAME staff entering the formal disciplinary processes.  The 
introduction of 1st and 2nd decision making panels were introduced in July 2019 and this has 
shown a vast improvement on this year’s data. Metric 3 for 2019-20 is 1.03, which is a 
reduction of 0.85.  
 

3.4.3 There is 36% of the workforce that have not declared their religion and/or belief.  This is not 
currently mirrored across people applying for roles (12.2%). We will continue with our 
programme of work to encourage staff to amend their staff records aiming to reduce the 
proportion of data missing for staff records providing us with a better quality of workforce 
intelligence.  

 
3.4.4 There is 24% of staff who have no data recorded on the disability field of their staff record.  

We will ensure we have focused work during the year to improve our data quality for 
Disability this is also part of our WDES work plan.  

 
3.4.5 The year we have seen a shift in applications and have received more from those aged 20-

29 (43.6%) but this is not mirrored in our workforce make-up (15.9%) where the age group is 
underrepresented. We will undertake a deep dive to look at age groups and employment in 
the Trust.     
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3.4.6 34% of our employees are from an ethnic minority background (where those who did not 
state their ethnicity are removed from figures).  This is not currently reflected evenly across 
the workforce which is a key evidence base for the WRES.  There are professional groups in 
which we have underrepresentation of employees from an ethnic minority. The Trust will be 
coordinating work around talent mapping to drive more equity within the workforce. 

 
 
4     EDS2 – partial regrading of activity 
 

4.3    The EDS2 requires providers to select one or more EDS2 outcomes to re-assess on an 
annual basis. 
 

4.4     EDS2 grades should be agreed by the Trust’s ‘local interests’ (stakeholders) through the 
provision of range of evidence showing the Trust current position. 

 
4.5     The EDS2 has four grading options: 

 

• Red – Under-developed (i.e. no evidence of activity for protected groups) 

• Amber – Developing (i.e. evidence of activity (often good) but not for all protected groups) 

• Green – Developed (i.e. good evidence of activity for most protected groups) 

• Purple – Excelling (i.e. good evidence of activity for all protected groups). 
 

4.6     The last regrade was completed in May 2019 when the Trust chose to re-grade ten outcomes as 
agreed with the Trust’s Equality, Diversity and Inclusion Group (EDIG); due to Covid-19 EDS3 has 
not yet been ratified by the Equality and Diversity Council (EDC).  It was agreed to defer any further 
regrading until EDS3 is operational. We will then complete a full regrade of all the EDS3 goals. 
 

 
4.7   Table 1 shows the results of those EDS2 objectives that were regraded in May last year: 

 
Goal Outcome 

 
January  

2018 
May 
2019 

May 2020 

1. Better health 
outcomes 
 

1.1 Services are commissioned, procured, 
designed and delivered to meet the health 
needs of local communities.  

Not  
re-graded 

Not  
re-
graded 

Not  
re-graded 

1.2 Individual patients’ health needs are 
assessed, and resulting services provided, 
in appropriate and effective ways 

Our FFT data indicates that there has been 
litthe change emerging from the feedback from 
our service users and the pandemic has had an 
impact that is still to be finalised.  

  
 

Self 
Assessment 

1.3 Transitions from one service to another, for 
people on care pathways, are made 
smoothly with everyone well informed.  

The pandemic has impacted on the services 
offered and similarly has affected transition.   

  Self 
Assessment 

1.4 When people use NHS services their safety 
is prioritised and they are free from 
mistakes, mistreatment and abuse. 

Our staff survey results indicates that the Trust 
continues to be top ranked when it comes to a 
culture of safety and as such this remains 

Not  
re-graded 

 Self-
Assessment 
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Goal Outcome 
 

January  
2018 

May 
2019 

May 2020 

green.   

1.5 Screening, vaccination and other health 
promotion services reach and benefit all 
local communities. 

  Not  
re-graded 

2. Improved patient 
access and 
experience 
 

2.1 Patients, carers and communities can 
readily access services, and should not be 
denied access on unreasonable grounds 

The impact of Covid 19 has impacted on 
access to care and despite the best efforts of 
colleagues access to services has been 
impacted.  

  Self-
Assessment 

2.2 People are informed and supported to be 
as involved as they wish to be in decisions 
about their care.   

Once again engagement with service users has 
been impacted by the pandemic and as such it 
has not always been possible keep service 
users as involved. Our councils were 
suspended for a time. 

  Self-
Assessment 

2.3 People report positive experiences of the 
NHS.             

  Not  
re-graded 

2.4 People’s complaints about services are 
handled respectfully and efficiently. 

  Not  
re-graded 

3. Empowered, 
engaged and well-
supported staff 
 
 

3.1 Fair NHS recruitment and selection 
processes lead to a more representative 
workforce at all levels.          

  Not  
re-graded 

3.2 The NHS is committed to equal pay for 
work of equal value and expects employers 
to use equal pay audits to help fulfil their 
legal obligations.  

Equal pay audits have been completed and 

indicates that there are no significant gender 
pay gaps. Ethnicity pay gay should be 
explored.  

  Self-
Assessment 

3.3 Training and development opportunities are 
taken up and positively evaluated by all 
staff.  

  Not  
re-graded 

3.4 When at work, staff are free from abuse, 
harassment, bullying and violence from any 
source.   

Our staff survey results indicates that there 
remains significant cause for concern about 
harassment, bullying and violence in the 
organisation.   

  Self-
Assessment 

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

There has been a significant move towards 
more flexible working arrangements and new 

  Self-
Assessment 
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Goal Outcome 
 

January  
2018 

May 
2019 

May 2020 

policies and procedures are developing to 
facilitate this whilst recognising that the core 
requirement remains to ensure the wellbeing of 
our service users. 
3.6 Staff report positive experiences of their 

membership of the workforce. 
  Not  

re-graded 

4. Inclusive leadership  
 
 

4.1 Boards and senior leaders conduct and 
plan their business so that equality is 
advanced, and good relations fostered, 
within their organisations and beyond 

The gender diversity of the Board has become 
enhanced over the last year. Steps have also 
been taken to enhance the ethnic diversity of 
the Board. There is clear leadership in 
emphasising the continuing importance of EDI 
in all aspects of our work. 

  Self-
Assessment 

4.2 Papers that come before the Board and 
other major Committees identify equality-
related impacts including risks, and say 
how these risks are to be managed.  

  Not  
re-graded 

4.3 Middle managers and other line managers 
support their staff to work in culturally 
competent ways within a work environment 
free from discrimination. 

There is not yet the evidence that the 
commitment at the executive level is being 
applied consistently at middle management 
levels. 

  Self-
Assessment 

 
Table 1: HPFT EDS2 partial re-grading outcome (May 2019) 
 

4.8    EDS2 objectives from 2019-20 position: 
 

• Develop and implement plans to diversify engagement mechanisms such as carer council, 
service user council and youth council 

• Improve the collection of demographic data particularly for sexual orientation and disability for 
staff and service users 

• Identify and develop mechanisms to capture and report demographic data concerning the safety 
of service users and staff. 

• Develop action plan emerging from gender pay gap reporting and put in place arrangements for 
ethnicity and disability pay gap monitoring and reporting 

• Explore the rationale for the significant inequality identified with the workforce race equality 
standard results and identify solutions 

• Identify and develop arrangements to monitor use of informal flexible working arrangements and 
identify any differential impact by demography. 

• Review approach to reasonable adjustments to ensure that there is a consistent approach 
across the Trust 

• Provide training and information on reasonable adjustments for all middle managers. 
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5     Our Equality Plan 
 

5.3 The trust equality plan is in its second year of a four year plan and our priorities are: 

• Human Rights are promoted 

• Equally good experience 

• Equity of access 

• Equity in outcomes 
 

5.4 Evaluation of the impact of our equality plan would suggest we have met our priority areas as part of 
our PSED as outlined in section 1, 2 and 3 of this report.  Section 4 and our EDS2 objectives have 
been self–assessed due to the pandemic and forthcoming EDS3, so we have only partially met these 
priorities. We have a programme of work that will focus on service user, staff and carers and this 
evidence will be complied for our EDS3 grading involving all our stakeholders.   

 
 

6 Challenges & Opportunities for the coming year 
 
 

6.1 A key challenge this year will be around improvement in WRES scores for staff appointments and 
staff experience. 
 

6.2 Launching our reverse mentoring programme to improve the opportunity for senior staff to be 
mentored by a more junior staff member in relation to improvement equality and inclusion. 
 

6.3 Implementing  further changes to pre-disciplinary panels to screen those cases put forward for 
formal disciplinary to ensure actions are proportionate and build on the improvements from 2019-20.  

 
6.4 The national reporting of the gender pay gap has been suspended due to the coronavirus pandemic; 

once the reporting requirement is restored we have an opportunity to draw on some trends from our 
data and set and create a new action plan.   
 

6.5  To build on our rainbow lanyards and NHS rainbow badge schemes.  The former focused on 
improving awareness and commitment from staff to equality, diversity and inclusion.  The latter 
focused on staff and team commitment to creating safe spaces for LGBT people to disclose their 
sexual orientation and explore their gender identity and receive specialist signposting and information.  
 

6.6 To shape the work on the Trust Equality, Diversity & Inclusion Plan to have a stronger focus on 
experience and culture change. Also to strengthen our work between all NHS equality standards. It is 
recognised that improving data quality will help improve our understanding in relation to equitable 
access to services and employment and we will continue to build on our data quality throughout 2020-
21.  

 
6.7 During Covid-19 we have invested more time and resources into the development of staff networks 

via virtual platforms; during 2020-21 we will expand  our virtual spaces for discussion and debate and 
provide physical spaces for support too when appropriate to do so. 

 
6.8 Reinvest work into our targeted action planning to address the Trust gender pay gap through 

improving the experiences of women in the workforce, learning from best practice and challenging 
inequality and inequity.  

 
6.9 We will launch our ambassador and champions programmes to replace our previous role model 

programme. There will be specific positive action on Race and Disability in the first phase as part of 
our requirements to report on our Workforce Race Equality Standard (WRES) and Workforce 
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Disability Equality Standard (WDES). Phase two of the ambassador and champions programmes will 
focus on intersectionality and integration. The full ambassador and champion programmes will be 
embedded by March 2021. 

 
6.10 We will undertake a full review of EDS3 and ensure that are stakeholders having the opportunity to 

grade our performance against the NHS Equality Delivery System.   
 

6.11 All of this work will be driven by the refreshed Inclusion Strategy, currently being co-developed with 
our staff and led by the Executive Director of Quality & Safety and the Executive Director of People & 
OD. 

 
7 Conclusion 
 
 

7.1 This report provides an overview of the Trust’s work towards meeting the Public Sector Equality Duty 
with respect to both the general duties (in the form of narrative) and the specific duties (with respect to 
the trust equality plan and data in Appendix 1) 
 

7.2 Whilst there is work to be done, the Trust is able to demonstrate improvement and show that it is 
linking its work into meeting the general duties and identifying areas for improvement.  
 

7.3 The past year has seen a number of successes for the Trust in relation to advancing the Equality, 
Diversity and Inclusion agenda, including events for Black History Month, launching our rainbow 
lanyards and rainbow badges schemes and strengthening the Trust’s governance structure to relation 
to equality, diversity and inclusion.  
 

7.4 However there remain some challenges for the Trust, most notably in relation the Workforce Race 
Equality Standard and improving data quality across both employment and service provision.  
Targeted work in early 2019 has begun to yield results around some of this in relation to the 
Workforce Disability Equality Standard (WDES) and the Workforce Race Equality Standard (WRES) 
and this will remain a priority over the coming year.  
 

7.5 Throughout 20/21 there are a number of projects planned including the launch of our reverse mentors 
programme, our ambassador programme and our champions programme. We will continue to push 
inclusion into the spotlight.  
 

7.6 We will undertake a full EDS3 regrade with our stakeholders to ensure we have the right systems and 
processes in place and will put in to place an agreed set of Equality objectives.   

 
 

8 Recommendations 
 

It is recommended that this report is approved so this can be published on the Trust website. This 
report was previously considered at the People and OD Group in September 2020, prior to submission 
to the Board. 

 
9 Contact 

 

Any further detail can be obtained from the Trust Equality & Diversity Department within the Inclusion & 
Engagement Team on hpft.equality@nhs.net  
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Appendix 1 – Workforce & Service User Data 
 

Data tables for staff and service user equalities data for 2019/20.  The % listed in the tables relates the following numbers: 
 
Applicants between 01/04/18 – 31/03/20 7415 
Staff in Post at 31/03/19 4325 
Leavers between 01/04/18 – 31/03/20 652 
Staff with a current Professional Development Plan 
(PDP) 

2349 

Service Users as of 31/03/20 49978 
Carers as of 31/03/20 2557 

 
AGE 
 

 
Employed staff 
 

Leavers 
 

Current PDP   Applicants Service 
Users 

Carers 

16-20 0.36% 0.4% 0.1%  Under 20 0.8% 25.1% 0.47% 

21-25 6% 9.2% 5.5%  20 - 24 24.4% 8.9% 2.4% 

26-30 9.9% 13.6% 10.5%  25 - 29 19.2% 7.7% 2.9% 

31-35 9.9% 10.4% 9.6%  30 - 34 12.6% 7.7% 3.2% 

36-40 11.6% 11% 11.5%  35 - 39 11.3% 6.4% 4.9% 

41-45 12% 9.9% 12.2%  40 - 44 8.5% 5.1% 7.2% 

46-50 13.9% 11.1% 14.7%  45 - 49 9.5% 5.1% 8.3% 

51-55 13% 10.9% 15%  50 - 54 6.4% 5.2% 12.8% 

56-60 11.3% 11.3% 11%  55 - 59 4.4% 4.4% 10.8% 

61-65 7.4% 6.6% 6.7%  60 - 64 2% 3.4% 10.5% 

66-70 3% 3.2% 1.8%  65+ 0.28% 21.4% 21.9% 

71 & above 1.5% 2% 0.7%  Not stated 0.36% 0.01% 14.3% 

 
 
 GENDER 
 

  Applicants Employed staff Leavers Current PDP Service users 
 

Carers 

Female 77.2 73% 73% 82% 53.8% 66.4% 

  Male 22.2% 27% 27% 77% 46.1% 31.3% 

Did not disclose  0.5% - - - 0.07% 2% 

Not recorded   - - - - 0.002% 0.19% 
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ETHNICITY 
 

 
Applicants Employed staff Leavers Current 

PDP 
Service users Carers 

A White - British 47.2% 49.6% 48.1% 81.7% 59.5% 26.9% 

B White - Irish 1.3% 2.4% 2.1% 82.9% 1.1% 0.82% 

C White - Any other White background 9.6% 6.5% 6.7% 81.6% 3% 1.2% 

D Mixed - White & Black Caribbean 0.9% 0.8% 0.7% 88% 0.93% 0.31% 

E Mixed - White & Black African 0.9% 0.5% 0.4% 53.8% 0.32% 0% 

F Mixed - White & Asian 0.8% 0.7% 0.6% 71.4% 0.49% 0.15% 

G Mixed - Any other mixed background 1.4% 0.8% 0.9% 61.5% 1.1% 0.31% 

H Asian or Asian British - Indian 7.7% 4.8% 5% 75.2% 0.76% 0.66% 

J Asian or Asian British - Pakistani 3.5% 1.3% 1.5% 77.7% 0.62% 0.43% 

K Asian or Asian British - Bangladeshi 0.8% 0.4% 0.6% 66.6% 0.24% 0.39% 

L Asian or Asian British - Any other Asian background 3.2% 3.8% 2.7% 77.5% 1.1% 0.54% 

M Black or Black British - Caribbean 2.3% 2.2% 3% 80.3% 0.46% 0.23% 

N Black or Black British - African 13.9% 13.9% 13.3% 83% 0.73% 0.5% 

P Black or Black British - Any other Black background 1% 
1.8% 

2.3% 66.6% 
0.81% 0.7% 

R Chinese 0.8% 0.5% 0.6% 81.2% 0.14% 0.12% 

S Any Other Ethnic Group 2.3% 2.4% 2.4% 83% 0.75% 0.62% 

Z Not Stated 2.2% 7.1% 8.4% 76.6% 8.5% 62.9% 

 
SEXUAL ORIENTATION 
 

Applicants Employed staff Leavers Current PDP Service users 
 

Carers 

Gay or Lesbian 1.5% 1.1% 1.2% 88.5% 0.77% 0.11% 

Bisexual 7% 2.2% 2.3% 85.5% 0.75% 0.08% 

Heterosexual 85.7% 67.8% 67.6% 81% 42.5% 18.3% 

Refused 5.3% 28.% 28.8% 78.5% 2.3% 0.15% 

Other 0.2% 0.02% - 100% 1.1% 0.15% 

Not recorded 0.1% 0.02% - - 52.4% 81.2% 
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DISABILITY 
 

  Applicants Employed staff Leavers Current PDP Service users 
 

Carers 

Yes 7.8% 4.5% 4.4% 78.5% - - 

No 89.9% 71.4% 74% 80.7% - - 

Not recorded 2.3% 24% 21% 81% 100% 100% 
 
RELIGION & BELIEF 
 

  Applicants Employed staff Leavers Current PDP Service Users Carers 

Atheism 19.4% 12% 12.4% 83.1% 1.4% 0.86% 

Buddhism 1.2% 0.7% 1% 62.5% 0.16% 0.12% 

Christianity 38.6% 40.9% 38.9% 81.2% 16.4% 6.8% 

Hinduism 8.6% 3.1% 3.5% 79.4% 0.39% 0.5% 

Islam 10.1% 3.5% 4.4% 70.6% 1.1% 0.55% 

Jainism - 0.07% 0% 100% 0.004% - 

Judaism 0.7% 0.8% 1.5% 91.6% 0.72% 0.31% 

Sikhism 1.5% 0.6% 0.1% 55.6% 0.11% 0.08% 

Other 7.5% 7.3% 8.3% 82% 2.6% 0.82% 

None - - - - 8.9% 1.7% 

Rather not say 12.2% 30.6% 29.6% 79.6% 1.8% 0.2% 

Not recorded 0.1% - - - 66.4% 88.1% 

 
MARRIAGE & CIVIL PARTNERSHIP 
  

  Applicants Employed staff Leavers Current PDP 

Civil Partnership 1.5% 1.2% 0.9% 82.3% 

Divorced 3.2% 6.7% 6.4% 79.2% 

Legally Separated 0.8% 0.9% 1.1% 74.3% 

Married 33.1% 50.3% 47% 81.4% 

Single 57% 34.8% 39.9% 80.9% 

Unknown 3.9% 4.7% 4.1% 74.8% 

Widowed 0.4% 1.1% 0.4% 76.9% 

  Service Users Carers 

Married/Civil 
Partnership 

6.8% 
3.1% 

Divorced 1.5% 0.4% 

Legally 
Separated 

0.77% 
0.24% 

Single 21.1% 1.8% 

Unknown 67.1% 94.3% 

Widowed 2.7% 0.2% 



 

 
 

Appendix 2 – Overview of Trust requirements re: Public Sector Equality Duty 
 

In October 2010, the Equality Act 2010 came into effect.  Prior to this time 
there had been over 100 pieces of legislation covering equalities 
protections and – with them – three associated public duties for race, 
gender and disability. 
 
The Equality Act 2010 has brought with it a new – legal – public sector 
equality duty (PSED) requiring public bodies to declare their compliance 
with the duty on an annual basis.  This means that HPFT must show 
compliance with both the general and specific duties of the PSED.  This 
includes: 
 
For the general duty showing how we have due regard to the need to: 
 

• Eliminate unlawful discrimination, harassment, victimisation and any 
other conduct prohibited by the Equality Act 2010 

• Advance equality of opportunity between people who share a 
protected characteristic and people who do not share it 

• Foster good relations between people who share a protected 
characteristic and people who do not share it. 

 
Protected characteristics – in the context of the PSED – are defined as: 
 

• Age 

• Disability 

• Gender reassignment 

• Pregnancy and maternity 

• Race – this includes ethnic or national origins, colour or nationality 

• Religion or belief – this includes lack of belief 

• Sex (gender) 

• Sexual orientation 
 
It also applies to marriage and civil partnership in respect of the 
requirement to have due regard to the need to eliminate discrimination. 
 
For the specific duty HPFT must: 
 

• Publish information to demonstrate compliance with the general duty 

• Publish data on the make-up of the workforce  

• Publish data on those affected by HPFT policies and procedures 

• Publish one or more equality objectives. 
 
This document outlines how HPFT is currently complying with the PSED 
and working at maintaining a level of excellence in equality & diversity.  
Much of our evidence of PSED compliance is detailed through Trust 
Equality Delivery System 2 (EDS2) approached. 
    
The PSED is a legal framework which requires the Trust to be compliant 
across ALL functions in meeting the needs of those with a protected 
characteristic.  
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Appendix 3 – Draft Equality Driver Diagram for 2020/21 

Aim 
 

Primary 
Drivers  

Secondary 
Drivers  

Areas to target / 
opportunities 

People have 
equally 
good 
experiences, 

equity in 
outcomes 

and access 

 

Evolving a 
programme of 

work 
that is focused 
on identifying 
and removing 

systemic 
barriers 

that can lead 
to inequity  

   
    

    

Trust is able to promote 
Just Culture which aims 
to create opportunities 
for learning and 
improving from issues 
rather than issuing 
blame. 

  
 
 
 
 

Review our 
experience 
feedback  

 
 
 
 
 

   

   

Targeted feedback 
sought from people this 
means our staff , 
service users and 
carers and  unpacking 
the process to 
understand experience 
and any feelings of 
inequity. 

  
 
  

 Introducing our stories 
library focusing on  
service user, carer and 
staff stories to support 
our just and learning 
culture 
 

    

Embedding Inclusion 
Schwartz rounds as 
part of our connecting 
hearts and minds 
across staff 
experiences.  

    

  

Revised Trust 
Policies 

corporate and 
operation  

 

Provide critical review 
of processes and 
engaging our 
stakeholders in 
consultation  
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Monitoring and 
recording our 
data as part of 

an 
improvement 
programme   

 
Introduction 
of Equality 
dashboard 

 

Equality dashboard that 
connects our data 
quality of service user, 
staff and carers.  
Connecting our data to 
the NHSE interim 
peoples plan and 
address inequalities in 
NHS provision and 
outcomes as outlined 
by NHSI response to 
the COVID-19 
pandemic guides.  

    

    

Increasing direct 
dialogue with staff to 
ensure work develops 
in the interests of our 
people. 

   
  

  

Working at 
SBU level to 
promote and 
engage  staff 

on the EDI 
agenda  

 

Working with our SBU 
leads, ambassadors 
and champions on local 
action and reporting. 

 


