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Executive Summary
We are delighted to publish our new Equality, Diversity and Inclusion Strategy for the next
three years. This strategy builds on our work in this area over the last 6 months and is
underpinned by our people strategy and our values. It provides a blueprint for creating an
inclusive environment for all our staff, and also provides a framework to ensure that we
deliver an appropriate and inclusive service to patients on each and every contact.
To deliver excellent care to the communities we serve is at the forefront of everything we
do at The Shrewsbury and Telford NHS Trust and as an inclusive organisation, we benefit
greatly from the creativity and talents of all our people. The principles of equality, diversity
and inclusion must be embedded in our day to day practice, so we no longer think of it in
isolation but as an integral part of what we do.
We want our services to be fair, accessible and appropriate for our patients, their carers’
and visitors, and we wish to demonstrate the strides we are making not only to embed
equality within our world class care values, but also equity.
The WDES standard (Appendix 1) and WRES (Appendix 2) is a set of specific measures
(metrics) which enables NHS organisations to compare the workplace and career
experiences of Disabled and non-disabled staff and BME and White staff. NHS trusts use
the metrics data to develop and publish an action plan which is within each appendix.
Year on year comparison enables trusts to demonstrate progress against the indicators of
disability and race equality. We have had to submit our data on line and develop our action
plans in response to the analysis and findings.
The Board is asked to note the annual report and approve the strategic approach to
promoting Equality, Diversity and Inclusion for publication.
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BAF 423 IF we do not have positive staff engagement THEN we cannot support a culture
of safety and continuous improvement.
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Main Paper
Situation
This purpose of the strategy and the annual report is to bring you the, current position
and planned work on Equality, Diversity and Inclusion within the Trust and the wider
NHS, in line with our People Strategy.
The Trust’s commitment to Equality and Diversity and Inclusion underpins all our activities,
within service delivery, employment and our involvement with the wider community. For
us, it is respect for the individual person which is our key belief. We recognised that
individuals have a range of needs and identities and we aim to take a broad and inclusive
approach.
We are committed to eliminating discrimination and promoting equality of opportunity in all
we do.
Background
The Equality, Diversity and Inclusion Strategy addresses the Trusts approach to ED&I and
the provisions of the Equality Act 2010 as part of the People Strategy 2019-2022
In developing this strategy we have engaged with managers, staff and external
stakeholders, both face to face and virtually, to test our ambition and to ensure that the
objectives we set are realistic and relevant.
This strategy has been developed using a range of sources, resources and activities,
including:
1. Quantative data and qualitative information we collect and monitor for our patient
and workforce
2. Feedback through our engagement, involvement and survey activities with patients,
the public and other stakeholders
3. Our assessment and progress against national frameworks and requirements such
as the NHS Equality Delivery System and the NHS Workforce Race Equality
Standard
4. The monitoring and review of our previous objectives
5. Feedback through the annual staff survey and our local staff engagement activities
6. National drivers, good practice guidance and benchmarking with other NHS
organisations
We recognise, achieving the culture change required to deliver our ambition will take time.
The early years will be about building the foundations to facilitate this change.
Assessment
The Trust strives to deliver safe, accessible and fair services to the diverse populations that
we serve, and ensure that they are treated with dignity and respect.
The Trust values its workforce and wants to create environments in which everyone is able
to reach their full potential, thrive and deliver equitable services. There is also a link between
the level of staff engagement and positive patient outcomes.
The Trust recognises that some people may face unintended barriers presented by our
working practices and in accessing our services. People have the right to be treated fairly

by having their needs met as much as possible and where appropriate, therefore, some
people may need support.
The Trust is committed to creating a culture of openness and transparency. As a
requirement of the Public Sector Equality Duty, the Trust must capture a range of equality
related information and report on it.
Recommendation
The Trust recognises the importance of embedding Equality, Diversity and Inclusion
principles and practices throughout the organisation. The Trust wants our service users,
the local population and our workforce to be confident about our commitment to eliminating
discrimination, bullying, harassment, victimisation and promoting equality, whether they
are service users or part of the workforce providing those services.
The Board is asked to note the annual report and approve the strategic approach to
promoting Equality, Diversity and Inclusion for publication.
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The Shrewsbury and Telford Hospital NHS
Trust is the main provider of district general
hospital services for nearly half a million
people in Shropshire, Telford & Wrekin and
mid Wales. Our main service locations are
the Princess Royal Hospital in Telford and
the Royal Shrewsbury Hospital in
Shrewsbury.
Both hospitals provide a wide range of acute
hospital services including accident & emergency,
outpatients, diagnostics, inpatient medical care
and critical care.
The Trust has a workforce of over 6,000 clinical
and non-clinical professionals, working across a
variety of roles, in Shropshire, Telford and
Wrekin which is the largest landlocked rural
county in England.
The Equality, Diversity and Inclusion strategy sets
out our key objectives as well as our governance
structure to ensure we deliver our objectives. It
will be our ‘everyday behaviours’ of all people
which will drive work and make the difference.
In delivering against the statutory duty we will
broaden our thinking, recognising that society is
constantly changing and we have an imperative
to ensure we are responsive to issues such as
intersectionality, gender fluidity and
neuro-diversity and closing the gender and
ethnicity pay gap.
Good health and wellbeing of our staff is vital
and we support all of our staff to be as well as
they can be, ensuring that they feel able to bring
their ‘whole self’ to work.

Through our equality, diversity and inclusion work
we will look to promote our values at every
opportunity and specifically to:
• Engender a sense of belonging for all by
creating an environment where we value unique
differences.
• Improve our service proposition by listening and
engaging better with our patients and
communities and developing ‘diversity of thought’
in our service delivery.
This strategy will be closely aligned to our new
People strategy and our Organisational
Development Strategy and will have a key focus on
enhancing staff engagement to maximise on the
power and added valued of staff networks to help
drive and shape the organisational culture.
Why we need an equality, diversity and
inclusion strategy
• To ensure all staff live and breathe the Trust
values and are valued for their unique difference
• To demonstrate equitable and fair processes and
that all staff feel valued and able to challenge
discrimination
• To support the mechanisms in place to create,
maintain and sustain a diverse and talented
workforce.
• To ensure all patients receive the best quality
care regardless of their protected characteristics
This new strategy will outline our new way or
thinking and embracing equality, diversity and
inclusion
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Our Values
These values are at
the core of everything
we do. They help
shape our behaviours
and thinking, leading to better outcomes for
our patients and staff.

The Equality Act 2010 protects anyone who falls
into a ‘protected characteristic’:
• Race
• Age
• Religion & Belief
• Disability
• Sex
• Gender re-assignment
• Marriage & civil partnership • Sexual orientation
• Pregnancy and maternity
Equality Delivery System (ESD2)

Equality, Diversity and Inclusion – the legal and
regulatory requirements
Under the Equality Act 2010, the Public Sector
Equality Duty (PSED) requires all public bodies
to consider all individuals when carrying out
their day-to-day work - in shaping policy, in
delivering services and in relation to their own
employees. We must demonstrate ‘due regard’
to the three aims of the general duty of the
Equality 2010 which are

NHS organisations are required to complete the
Equality Delivery System (NHS2) framework and
assessment and to review it annually. This provides
a comprehensive approach to demonstrating
commitment to, and compliance with, legal
requirements and continuing improvement in
genuine involvement and participation of our
service users and staff in the equality and diversity
agenda.
EDS 2 Aims

• eliminate unlawful discrimination, harassment
or victimisation
• advance equality of opportunity between
people who share protected characteristics
and people who do not share them
• foster good relations between people who
share protected characteristics and people
who do not share them

Links to our new People Strategy
At the heart of our work is our commitment
to make SaTH a better and fairer place for all
staff - whatever their background or needs.

• Better health outcomes for all
• Improved patient access and experience
• Empowered, Engaged and Well-Supported Staff
• Inclusive Leadership at All Levels
In line with EDS (2), we will embed a robust
governance structure to map our journey and drive
performance and positive outcomes. We will also
enhance our stakeholder and patient participation
to reflect the diversity of our patients and service
users, developing inclusive and accessible
communication and engagement tools.

Equality, diversity and inclusion are at the center of the People Strategy, with a clear focus as a priority, on
the Year 1 actions outlined in relation to attraction, engagement, and development of staff as well as
ensuring that the needs of our patients are better understood and met. We have established a new Black
and Minority Ethnic staff network for the Trust and will work with our staff to establish out Disability and
LGBTQ+ Networks
This strategy also underpins the activities outlined in the new Recruitment and Retention strategy, with a
particular focus on recruitment and retention of our International Nurses. We have initiated some key
work via our On-Boarding team to ensure our international nurses feel valued, supported and able to
integrate into their new communities, in and out of work
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We also are required to report annually on our Workforce Disability Standard and Workforce
Race Equality Standard to provide an overview of our implementation and progression plans

Governance and measurement
Senior Leadership Committee

Workforce

Assurance Group

Quality Operational

Equality, Diversity and Inclusion Steering Group

Workforce Engagement

Patient Engagement

Equality, Diversity and Inclusion Steering Group
The new Equality, Diversity and Inclusion Steering Group, will drive this area of work and ensure that it is
working alongside our Sustainability Transformation Partnership (STP) to make our E, D & I work cut
across the wider services.
This group will provide oversight of progress against the equality objectives to the Trust Board via the
Workforce Committee and the Quality and Safety Committee and it will focus on the distinct areas
outlined below:
Workforce - aim is to ensure our staff create a positive working environment and promote a culture of
trust where our people work together, and feel motivated and confident to challenge and be innovative.
A key objective is to recruit and retain a workforce which is representative of the communities we serve,
and to provide an environment that values the differences people bring with them, where they feel safe
and supported throughout their career
Patients - aim is to ensure that we are working with our key partners to provide the best possible service
to our communities, ensuring everyone has fair access to all services and treating everyone with respect
at all times. The group will engage across Shropshire and Telford in order to deliver a service which
meets the needs of communities, especially those that are seldom heard
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Steps to success:

Our Equality Objectives (draft)

Step 1 - Evaluate and review our current
position, including our structures and resources
for E,D & I

Engage to create inclusive healthcare

Step 2 - Strategic E, D & I Group will develop the
action plan attached, based on recommendations
from the CQC inspection, our Workforce Race
Equality and Workface Disability Equality action
plans, Staff Survey, Patient feedback and internal
feedback such as the Freedom to Speak Up
Guardians
Step 2 - We will set out a clear E, D & I
communication and engagement strategy for
our workforce
Step 3 - Refresh and publish our Equality
Objectives
Step 4 - We will establish regular reporting cycle
to the Workforce Committee and the Trust Board

Measures of Success:
Measure 1 - Positive CQC Inspection findings
Measure 2 - Improved annual Staff Survey
feedback
Measure 3 - Positive Patient/Carer feedback
Measure 4 - Better workforce
representation/retention
Measure 5 - Upward trend to reduced Pay &
Ethnicity Gap

• Develop our Trust Board and Senior Leadership
as E, D & I champions.
• Meaningful and targeted patient engagement
and data collection, driving service improvement
to reduce health inequality.
• Establish our staff networks and patient group
to help shape our services and culture.
Empower to achieve
• Engender of culture where staff feel a shared
sense of belonging
• Culturally enrich our organisation by reflecting
the diverse communities we serve.
• Enrich our Organisational Development offer, so
staff are informed and empowered.
Embed and celebrate
• Develop an E,D & I Reward and Recognition
framework for the Trust
• Seek external accreditation to demonstrate
continuous improvement ( e.g. Stonewall,
Disability Confident)
• Annual E,D& I conference
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