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Executive summary
Equality, diversity and inclusion 
action plan 2025


South West Yorkshire Partnership Teaching NHS Foundation Trust (the Trust) is committed to advancing equality, diversity, and inclusion (EDI) across all levels of the organisation. 
In building this plan we have taken insight from the 2024 Staff Survey (NSS), Workforce Race Equality Standard (WRES) data submission and Workforce Disability Equality Standard (WDES) data submission. Additionally, we have incorporated the Patient Carer Race Equality Framework (PCREF) and NHS EDI high impact actions. We will regularly review this plan with our staff networks and EDI colleagues to ensure that it remains fit for purpose, and we will be flexible to ensure that it continues to focus on the right things. The EDI plan has been produced to provide a strategic, inclusive approach to closing disparities and fostering a fairer workplace which aligns with the Public Sector Equality Duty under the Equality Act 2010. 
The aim of this action plan is to ensure that it is both deliverable and impactful in terms of colleague experience. This plan demonstrates our absolute commitment to our Trust priorities, specifically the people and EDI Strategies, focused on living our values, reducing inequalities and supporting the decisions we make. 
Our priority areas span five key themes:
1. Inclusive recruitment and career progression 
2. Tackling harassment and discrimination
3. Representation and visibility
4. Staff engagement and wellbeing
5. Governance and accountability
Each theme will have a maximum of three actions that the Trust will begin implementing between October 2025 and May 2026. The limited number of actions under the five key themes are to ensure that we focus and deliver the actions and at pace. These actions are designed to be ongoing and adaptable, ensuring they remain effective over time. Their impact will be measured through future WRES and WDES data submissions, feedback from the national Staff Survey (NSS) and Quality Patient Survey (QPS), as well as other identified metrics. In addition, we will continue to engage with EDI colleagues and staff networks to see if they can “feel” and “see” where it matters most, i.e., our staff.
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EDI action plan October 2025 
*All networks to be engaged. Networks listed are identified as lead influencers only. 

	Theme – based on what our data tells us (WRES/WDES) submission May 2025
	Action – what we will do
	When we will do it
	Impact actions – what we expect to achieve   
	Action owner / network leads
	WDES metric/WRES indicator expected to be impacted by this action (measures include NSS and high impact areas - NHS improvement plan)

	1. Inclusive recruitment and career progression
	1.1 Complete a deep dive into selection at interview stage, with a view to better understand the reason behind low interview success rates for these staff groups.

1.2 Facilitate listening events for underrepresented staff groups with key stakeholders, including recruitment experts and hiring managers where we can share and learn key challenges impacting progression.
	Commence this deep dive by January 2026 with outcomes due by the end of Q4 for the year 2025/2026.



Commence March / April 2026. 





 
	1. Identify any potential barriers these staff groups might face which is impacting shortlisting to appointment ration. 

2. We will design actions to address the barriers identified which will lead to a QI initiative.

3. Gather further insight from lived experience about potential barriers faced which will lead actions to remove these barriers. 

4.  Guidelines/education for recruiting managers to understand underlying potential unconscious bias


	Head of recruitment

Belonging and inclusion lead

REaCH network
	(WRES)

Metric 1
Workforce representation

Metric 2
Recruitment and career progression 

Metric 7
Black and minority ethnic staff believe the Trust provides equal opportunities. 

(WDES)
Metric 1
Disability workforce representation
Metric 2
Recruitment and career progression 
Also referenced in: 
NHS Staff Survey
NHS improvement plan - high impact area 2

	2. Tackling harassment and discrimination

	2.1 Design anti-bullying and discrimination training for our leaders. This will be part of manager orientation and ongoing manager recurrent training programmes, which will be built in collaboration with EDI leads and network colleagues, with support and insights from the people team. 


2.2 Monitor Datix reports of harassment and discrimination by protected characteristic groups. 


2.3 Produce a heatmap of incidents/areas of cultural concern and ensure targeted support work and intervention to address and reduce bullying and harassment.




	Commence training design by January 2026.

Pilot training March 2026.

Full sign off and rollout Apil 2026. 

Training will become a business as usual offer throughout 2026 into 2027. 




Monitor Nov 2025 – Jan 2026.







Heatmap Feb 2026 – April 2026.
	Managers upskilled to deal with matters locally. 

Improved feedback from colleagues in terms of workplace culture.

Reduction in complaints from colleagues who cite discrimination and/or bullying. 





Understanding of harassment and discrimination reported across the trust. Link with Freedom to Speak Up (FTSU) feedback. 

Design targeted interventions within key target. These hotspot areas, leaders to be supported to attend training as per action 2.1.





	Belonging and inclusion lead 

Education, learning and organisational development leads

All networks











Belonging and inclusion lead 

Employee Relations Colleagues (HR)





Education, learning and organisational development leads

FTSU guardian

All networks
	 (WRES)
Metric 5
Harassment, bullying and discrimination from public towards colleagues. 
Metric 6
Harassment, bullying and discrimination from colleagues towards colleagues. 
(WDES)
Metric 4a
Compares the percentage of disabled vs. non-disabled staff who have experienced harassment, bullying, or abuse from patients/public, managers, or other colleagues.
Metric 4b
Tracks the percentage of disabled vs. non-disabled staff who have experienced harassment, bullying, or abuse from managers.
Metric 4c
Tracks the percentage of disabled vs. non-disabled staff who have experienced harassment, bullying, or abuse from other colleagues.
Metric 4d
Measures the percentage of disabled vs. non-disabled staff who have reported harassment, bullying, or abuse when it occurred. 
Also referenced in:
NHS improvement plan - high impact areas 2 and 6.
PCREF organisational competency 4

	3. WRES / WDES representation and visibility in senior roles
	3.1 Identify diverse talent within the existing workforce planning processes and colleague appraisals, and offer support designed to promote career progression for underrepresented groups. 

3.2 Promote visibility of diverse leaders through storytelling, mentoring, vlogs and blogs. 

3.3 Explore reciprocal mentoring programmes for underrepresented groups. 



	Scoping: April 2026


Design: Talent mapping and succession planning project June 2026 

Testing: 
Sept 2026

Operationalise:
Nov 2026 
	Talent mapping, succession processes and policy agreed. 

Staff networks aligned to processes, recruitment working with networks and agencies who support talent from diverse backgrounds. 




	Head of recruitment

Belonging and inclusion lead

All network leads

Assistant director of education, learning and organisational development

Senior hire recruitment experts
	(WRES)
Indicator 1
Percentage of staff in each of the Agenda for Change (AfC) pay bands (1–9), medical and dental subgroups, and Very Senior Managers (including executive board members), compared with the percentage of staff in the overall workforce.
Indicator 2
Relative likelihood of white staff being appointed from shortlisting compared to BAME staff across all posts.
Indicator 4
Relative likelihood of white staff accessing non-mandatory training and continuing professional development
Indicator 7
Percentage of staff believing that the Trust provides equal opportunities for career progression or promotion.
Indicator 9
Percentage difference between the organisation’s board membership and its overall workforce, disaggregated by voting and executive membership.
(WDES)
Metric 1
Percentage of staff in Agenda for Change (AfC) pay bands, medical and dental subgroups, and Very Senior Managers (including executive board members), compared with the percentage of staff in the overall workforce.
Metric 2
Relative likelihood of non-disabled staff compared to disabled staff being appointed from shortlisting across all posts.
Metric 5
Percentage of disabled staff compared to non-disabled staff believing that the Trust provides equal opportunities for career progression or promotion.
Metric 7
Percentage of disabled staff compared to non-disabled staff saying that they are satisfied with the extent to which their organisation values their work.
Metric 10
Percentage difference between an organisation’s board voting membership and its overall workforce.

	[bookmark: _Hlk211938777]4. Staff engagement and wellbeing
	4.1 Ensure reasonable adjustments are effectively implemented by training leaders to proactively support staff with health conditions. This will be done by offering a series of drop-in workshops with occupational health and people relations services to help with this education piece. This training will form part of action 2.1 where the Trust will be overhauling the people manager essentials programme. 

4.2 Development and implementation of guidelines on reasonable adjustments to support managers and employees. 

	Commence training design by January 2026

Pilot training March 2026

Full sign off and rollout Apil 2026 

Training will become a business as usual offer throughout 2026 into 2027. 


	Upskill our manager competency to ensure effective understanding of the reasonable adjustment legislation. 

Managers able to support staff with wellbeing at work and offer reasonable adjustments and signposting to other services during times of need. 


	Education, learning and organisational development leads
 
Belonging and inclusion lead 

Head of occupational health


	(WRES)
Indicator 6
Percentage of staff experiencing harassment, bullying, or abuse from other staff in the last 12 months.

Indicator 8
Percentage of staff saying they have experienced discrimination at work from a manager, team leader, or other colleagues in the last 12 months.
(WDES)
Metric 6
Percentage of disabled staff compared to non-disabled staff saying they have felt pressure from their manager to come to work, despite not feeling well enough to perform their duties.
Metric 7
Percentage of disabled staff compared to non-disabled staff saying they are satisfied with the extent to which their organisation values their work.
Metric 8
Percentage of disabled staff saying that their employer has made adequate adjustment(s) to enable them to conduct their work.
Also referenced in: 
NHS improvement plan - high impact areas 1 and 6.
PCREF organisational competences 11, 14 and 15


	5. Governance and accountability
	5.1 Continue to embed WRES/WDES metrics in board and senior leader performance reviews.


5.2 Thoroughly review the infrastructure, membership and scope of the staff networks to ensure that they feel empowered and fully supported, and are engaged in the delivery of EDI objectives to improve the experiences of staff at work. Ensure each network has a senior leader to sponsor and champion actions. 

	Review by April 2026 as part of Trustwide appraisal refresh.

Cascade during Q1 2026/27


Commence review by December 2025

Review and relaunch from April 2026 as part of Trustwide EDI strategy work underway  
	Clearly defined strategic ownership of EDI at the most senior levels across the trust.




Greater transparency and endorsement of staff networks linked to EDI strategic objectives. 
Working with networks to achieve this action plan.

Improved engagement and credibility for the EDI agenda across the organisation. 
	All executive colleagues 







Belonging and inclusion lead 
	All metrics - WDES and WRES 

NHS improvement plan - high impact areas 1, 2, 3, 4, 5 and 6 
PCREF organisational competency 1
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