EDI Action Plan 2026/27 – based on the priorities from the Staff Survey, WDES, WRES and Gender Pay Gap

	Reference
	Priority
	Reason for priority

	Action
	Responsibility
	Due Date
	Status

	1
	Reduce experience of bullying and harassment by staff

	Staff Survey Q14
By Manager 13.85%
By colleagues 23.63%

Also reported in WDES

	Introduction of microagression and allyship training, including workshops and more trainers trained to deliver training.
	Head of Equality and Inclusion (and NHSE Regional lead)
	January 2027
	In progress

	2
	Reduce experience of discrimination

	Staff Survey Q16
By Manager 19.85%
By colleagues 14%

Also reported in WRES

	Further rollout of cultural competence learning (currently in Management Essentials – to be extended).  See also Ref 8 below.

	Head of Equality and Inclusion
	January 2027
	In progress

	3
	Improve equity from shortlist to appointment

	WDES Indicator 2
1.06
WRES Indicator 2
1.81

	Further rollout of awareness of bias (currently in Management Essentials), combined with review of Recruitment policy, and use of guaranteed interview scheme.


	Heads of Equality and Inclusion, and Resourcing
	July 2026
	On target

	4
	Reduce Gender Pay Gap, and improve opportunities for women’s career progression
	26.7%, with main contributors being Medical and Dental, and Admin and Clerical

Cross reference to CT Workstream 5

	Survey women in the workforce, combined with research summary to define experience and ambitions; identify opportunities for learning and progression.

	Senior Responsible Officer for Genderwise (Cultural Transformation WS5)
	December 2026
	In progress

	5
	Build trust and confidence that staff concerns are listened to and action taken

	Cultural Transformation report, with progress via CT Workstream 1

	Maintain a programme of Listening events and feedback to staff


	Senior Responsible Officer for Cultural Transformation WS1)
	Now business as usual
	BAU

	6
	Improve staff experience of employee relations procedures
	Cultural Transformation report, with progress and review via CT Workstream 2
	Implement the recommendations of the employee relations case review (awaited, but with some revisions to policies, procedures and communication in progress)



	Deputy Chief People Officer and Head of Employee Relations
	July 2026 – followed by business as usual
	Report from Absolute Diversity due June 2026

	7
	Reduce violence and aggression, improve sexual safety

	Cultural Transformation report, with progress tracked through CT Workstream 3

	Implementation of the work programme of the Safe to Work/Safe to Care CT workstream; 

and implementation of the NHS sexual safety assurance framework

	Senior Responsible Officer for Cultural Transformation WS3
	March 2027







BAU
	In progress







BAU

	8
	Improve managers skills and confidence to deal with discrimination

	Cultural Transformation report, with progress tracked through CT workstream 4

	Introduction of a Leadership course, co-designed between the Trust and Absolute Diversity, to improve managers’ skills and confidence in identifying and dealing with racism. Once delivered, this skill-based learning can apply to other forms of discrimination.


	Head of Equality and Inclusion (in partnership with Absolute Diversity)
	August 2026
	In progress

	9
	Ensure there is a Trust-wide approach to addressing and preventing racism, antisemitism and other forms of faith-based hatred.
 
	Recommendations from the Lord Mann Review
	As set out in the Mann Review Action Plan:

Details to be added when National Guidance is clearer.
	Varied
	TBA
	Not due
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