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Executive summary

This report runs from 1 April 2023 - 31 March 2024.

What do we know about our staff and our service users?
On 31 March 2024, we had 6,986 staff members, with 72,378 service users open on our caseload. 38% of those service users (27,416) were children and young people aged 17 and under.

Among our staff, 72% are female, and 28% are male. That compares to 51.7% of service users who are female, with 47.5% male, and 0.6% other genders including non-binary. Locally 51% of residents are female and 49% are male in both West Sussex and Brighton and Hove, with 52% female and 48% male in East Sussex.

21% of our staff are from ethnic minority backgrounds, compared to 6% of service users who have shared their ethnicity (we don't have data for 40% of people). Across our local communities, 8% of West Sussex residents, 6% of East Sussex residents, and 15% of Brighton and Hove residents were from ethnic minority groups in the 2021 Census.

Among staff, 12% have disclosed that they are disabled. We only have data on 5% of service users (3,861 people), but of those 5%, 76% said that they were disabled. In the 2021 Census, 17% of West Sussex residents, 20% of East Sussex residents, and 19% of Brighton and Hove residents live with disabilities that limit their daily activities.

How have we worked to eliminate harassment, discrimination, and victimisation, advance equality of opportunity, and foster good relations?
Across SPFT, many colleagues are already proactive when it comes to equality, diversity, and inclusion. 97% of staff members are up to date with their mandatory Equality, Diversity and Human Rights training, and there is an appetite to learn more. 

We have partnered with the disability equality charity Scope to deliver expert disability awareness sessions. 154 members of staff attended one or more Scope Disability Awareness workshops in 2023-24, with 90% of delegates saying that they would recommend the training to their colleagues. We also launched Skill Boosters training, offering 19 bitesize, video-based e-learning courses about inclusion skills. As of 31 March 2024, 476 pass marks had been awarded across the suite.

[bookmark: _Hlk168472379]When it comes to recruitment, we launched inclusive recruitment training in July 2023, and we have delivered it to 104 hiring managers as of 31 March 2024. Every attendee who gave feedback said that they were 'Likely' or 'Very likely' to use what they learned to improve future recruitment processes. During 2023-24, 4.8% of all applicants stated that they were disabled, with 64% of disabled candidates using our guaranteed interview scheme. Data shows the scheme is successful: 31% of disabled candidates who opted in to the scheme were shortlisted for interview, compared to 10% of candidates who are non-disabled.

[bookmark: _Hlk168472571]Disabled colleagues and service users are entitled to reasonable adjustments to account for disadvantages that they might face. We use our centralised reasonable adjustments fund (CRAF) to fund equipment, software, and technology related to reasonable adjustments for staff members. In 2023, the CRAF spend was £129,268.55, with £64,319.53 expected to be reimbursed through Access to Work.

We support service users who need interpreting and translation services through contracted external providers. In 2023-24, we used interpreting services 3,042 times, with a total spend of £267,127.78. Arabic was the most used language by a wide margin, followed by Farsi, Polish, Bengali and Kurdish (Sorani). We aim to provide an interpreter whenever it would support someone to discuss their wellbeing, so we developed patient-facing posters in our top languages to raise awareness of their options, and facilitated four staff workshops on working with interpreters.

[bookmark: _Hlk168472797]There is expertise among our staff and service users relating to equality, diversity, and inclusion. The Human Rights and Inclusion Lived Experience Group meets monthly, bringing together Experts by Experience (EbEs) to develop our policies, improvement plans, and supporting on specific projects. Our eight equality staff networks reflect the diverse experiences and backgrounds in our workforce. The Armed Forces Community, Disability, Ethnic Minority, LGBTQIA+, Neurodivergent, Spirituality, Women's, and Valuing Lived Experience Mental Health Staff Networks offer spaces for support, learning, and amplifying the voices of our workforce. Collectively, the staff networks hosted over 30 events in 2023-24, spanning awareness raising, celebration, and commemoration.

At a strategic level, the EDI team supports colleagues to actively consider equality as part of their decision making, through the equality impact assessment (EIA) process. EIAs are tools that gather evidence about barriers to inclusion. EIA authors engage with service users and staff affected, in order to make decisions that promote equality among protected groups. In 2023-24, 53 people joined our EIA training, and we supported teams to complete 36 EIAs on policies, projects, and procedures.

[bookmark: _Hlk168473399]We know that people continue to face unacceptable abuse, harassment, and discrimination across our services. In 2023-24, there were 258 recorded incidents of harassment and discrimination on the basis of protected characteristics. Our 2023 NHS Staff Survey results show that only 55% of staff reported their most recent experience of harassment, bullying, or abuse, so we expect that the actual figures are much higher. By far, the most commonly reported discriminatory incidents were racial abuse (47%), almost all of which were from service users towards staff. The next biggest category was sexual harassment (24%). 

Alongside formal incident reports, the EDI team was informed of a number of concerns about internationally-educated staff being treated unfairly, as well as colleagues being told that abuse - and specifically racism - is part of their job. We have supported teams to implement reasonable adjustment for service users and staff with disabilities, when colleagues have not fully understood their legal obligation to make adaptations. We have heard from both staff and service users who felt that their concerns about discrimination are not always taken seriously, leading to harmful delays in resolving the situation. 

We used this evidence to develop an updated Equality, Diversity, Inclusion, and Human Rights Policy. The policy sets out a specific process for staff to take to address discriminatory incidents and support people affected. Additionally, in October 2023, SPFT signed the NHS England NHSE Sexual Safety Charter, which is our commitment to tackling unwanted, inappropriate, and/or harmful sexual behaviours within the workplace, supported by resources and toolkits. 

Our Equality, Diversity and Inclusion Improvement Plan 2023-25 sets out our vision, objectives and actions to tackle inequalities and improve human rights. We developed the plan through engagement with service users, carers, and staff members, as well as insights and evidence about differential access, experience, and outcomes among protected characteristic groups in our workforce and services. 

The plan identifies four domains that will guide our work: identify, unblock, innovate, and champion. Our vision is to understand our workforce and communities and to better meet their accessibility needs, working together to develop more inclusive services where we tackle all forms of discrimination. As part of this plan, we are committed to reporting on our findings and our progress openly.
[bookmark: _Toc160733423]Background

At Sussex Partnership, we are legally required to promote equality in everything that we do, both as an employer and as a service provider. The Public Sector Equality Duty of the Equality Act 2010 requires us to actively:

1. Eliminate discrimination
2. Advance equality of opportunity
3. Foster good relations between different people

As an employer of more than 250 people, we must publish information on our compliance with the above every year.
[bookmark: _Toc160733424]Service user demographics

We had 72,378 services users on our caseload on 31 March 2024. We can speak confidently about age and sex for almost every service user, because this information is part of the minimum dataset in the NHS spine.

For the remaining protected characteristics, we only know the ethnicity of 60% of service users, the sexuality of 16%, the religion of 15%, and whether or not 5% of service users are disabled. In many cases this kind of information is included in people's patient notes, but unless it is specified on a demographics form we are not able to analyse it.

Our Digital team has led work to improve our data quality over the past two years by updating the questions and categories we use on our systems, as well as training staff about how to complete the forms. In the next year we are planning to work together with service users to develop and deliver more training to staff about asking these questions.

[bookmark: _Toc160733425]Age
	Age group
	Number of service users
	Percentage

	0-17
	27,416
	37.88

	18-24
	8,210
	11.34

	25-59
	27,448
	37.92

	60-64
	1,921
	2.65

	65-69
	1,384
	1.91

	70+
	5,999
	8.29

	Grand total
	72,378
	100






38% of our service users are aged 17 and under, and 49% are 18-59. Only 13% of our service users are aged 60 and over.

[bookmark: _Toc160733426]Sex
	Sex
	Number of service users
	Percentage

	Female
	37,392
	51.66

	Male
	34,403
	47.53

	Non-binary
	288
	0.40

	Other
	172
	0.24

	Unknown
	123
	0.17

	Grand total
	72,378
	100





The 2021 Census asked about sex and included two options, male or female. This showed that West Sussex was 51.4% female and 48.6% male, East Sussex was 52% female and 48% male, and Brighton and Hove was 51.1% female and 48.9% male.

[bookmark: _Toc160733427]Ethnicity
We hold data on ethnicity for 60% of service users. Of the service users whose ethnicity has been recorded 94% are white, 1% are Asian or Asian British, 1% are Black or Black British, 3% are from mixed ethnic groups, and 1% are from other ethnic groups. 

	Ethnicity
	Number of service users

	Asian or Asian British
	632

	Black or Black British
	457

	Mixed
	1,293

	Not known/stated
	29,016

	Other
	433

	White
	40,547

	Grand total
	72,378



[bookmark: _Toc160733428]Disability
Only 5% of service users have shared whether or not they live with a long-term health condition including neurodivergence or mental health, which affects their daily activities. Of those who have, 76% have a disability, and 24% do not.



	Disability status
	Number of service users

	Yes
	2,917

	No
	942

	Prefer not to say
	2

	Blank
	68,517

	Grand total
	72,378



[bookmark: _Toc160733430]Religion and belief
While we only hold religion and belief data for 15% of service users, it is likely that a much higher proportion have discussed religion and belief as part of care planning, with notes written in other parts of their records. However, when the information is not in the protected characteristic form we cannot access it for analysis.

Of the 15% of service users whose religion or belief is recorded, 63% are Christian, 12% are atheist, 8% are agnostic, 2% are Muslim, 2% are Spiritualist, 1% are Pagan and 1% are Buddhist.

	Religion/belief
	Number of service users

	Christian
	7,007

	Atheist
	1,290

	Other
	968

	Agnostic
	908

	Muslim
	266

	Spiritualist
	193

	Pagan
	133

	Buddhist
	112

	Hindu
	75

	Jewish
	68

	Humanist
	30

	Spiritual but not religious (SBNR)
	15

	Sikh
	15

	Chinese (Confucian or Taoist)
	7

	Zoroastrian
	6

	Baha'i
	6

	Jehovah's Witness
	5

	Rastafarian
	3

	Japanese (Shinto)
	2

	Mormon
	1

	Unknown
	61,268

	Grand total
	72,378



[bookmark: _Toc160733431]Sexuality
We only know the sexuality of 16% of service users. Of those, 85% are heterosexual or straight, 5.6% are bisexual, 3.8% are undecided, 4.2% are gay or lesbian, and 1.6% are another sexuality not listed.

	Sexuality
	Number of service users

	Heterosexual or straight
	9,600

	Bisexual
	633

	Undecided 
	427

	Gay or lesbian
	474

	Other sexual orientation not listed
	184

	Unknown
	61,060

	Grand total
	72,378


[bookmark: _Toc160733439][bookmark: _GoBack]Staff protected characteristics

We had 6,986 staff members on 31 March 2024. Of those, 72% are female and 28% male (staff records only allow those two options). 72% of staff are 31-60 years old, with 17% aged 30 and under, and 11% aged 61 and over. In sexual orientation, 79% are heterosexual or straight, with 8% lesbian, gay, bisexual, or another sexual orientation, and 13% not providing an answer. 12% of staff declared that they have a disability, with 77% saying they do not, and 11% not providing a response. In ethnicity, 21% of our staff are from ethnic minority groups, 77% of staff are white, and 2% of staff have not responded. 56% of our staff are religious, with 25% of staff saying they are not religious, and 19% not providing an answer. 24 armed forces community roles have been declared (multiple roles are possible per person), and 46 people have told us that they are working carers.
[bookmark: _Toc160733440]Experts by Experience and volunteers

Experts by Experience (EbEs) are people who have either used mental health services themselves or who have experience of caring for someone who has. Working with EbEs is one way that we champion the voice of people with lived experience to help shape the design, development, delivery and evaluation of our services. We also work with volunteers in a wide range of activities across our services, supporting our healthcare teams to give our service users the best experience.

On 31 March 2024, we had 250 EbEs and 61 volunteers at the Trust.

[bookmark: _Toc160733441]EbEs in EDI
Our Human Rights and Inclusion Lived Experience Group meets once a month with EbEs to shape our EDI work. We work on the EDI Improvement Plan and how we let service users and carers know about it, the EDIHR Policy, and training staff to ask protected characteristic information. We also address questions about staff representation on noticeboards, and we have re-written template letters that are sent to patients and carers about their detention under the Mental Health Act.

[bookmark: _Toc160733442]EbE and volunteer protected characteristics
We have good protected characteristic information for our volunteers, but fewer EbEs have disclosed their details, which makes it difficult for us to understand how far they reflect our service users or our local communities.
· 82% of our volunteers are aged 20-64, with just 2% in the 16-19 age group, and 16% aged 65 and over. Our EbEs have a much broader age spread, with 15% under 20, 57.2% aged 20-64, and 11% aged 65 and over. 17% of EbEs have not shared their age.
· 80% of volunteers are women, 14% are men and 2% are non-binary. 4% of volunteers have not shared their gender. 26% of EbEs have not shared their gender. Of the remaining 74%, 52% are women, 43% are men, and 5% are other gender identities including non-binary.
· 3% of volunteers have not shared their ethnicity. Just under 79% are white and just under 20% are from ethnic minority groups. 42% of EbEs have not shared their ethnicity. Of the remaining 58%, 94% are white, and 6% are from ethnic minority groups.
· 70% of volunteers are heterosexual. 16% are gay, lesbian or bisexual, and 13% have not shared their sexuality. 55% of EbEs have not shared their sexuality. Of the remaining 45%, 76% are heterosexual, 21% are gay, lesbian or bisexual, and 3% are other sexualities not listed.
· 16% of volunteers are disabled and 77% are non-disabled. 7% have not shared their disability status. 56% of EbEs have not shared their disability status. Of the remaining 44%, 58% are disabled and 42% are non-disabled.
· 25% of our volunteers are atheist, 20% are Christian, 5% are Buddhist, 3% are Muslim and 10% are other religions not listed. 38% have not shared their religion. 70% of EbEs have not shared their religion. Of the remaining 30%, 54% are Christian, 28% are atheist, 4% are Buddhist and 14% are other religions not listed.
[bookmark: _Toc160733443]Centralised reasonable adjustments fund

Reasonable adjustments for disabled members of staff can be purchased using the Trust's centralised reasonable adjustments fund (CRAF), instead of from individual team budgets.

[bookmark: _Toc160733444][bookmark: _Hlk168922395]Usage
In 2023-24 we handled 72 cases through the CRAF, via three referral routes. Access to Work report accounted for 35% of cases, Occupational Health referrals accounted for 33% of cases, and manager referrals accounted for 32% of cases.

In 2023-24, our total spend on the CRAF was £129,268.55. We expect to be reimbursed £64,319.53 through Access to Work. When broken down by referral route, the spend was £89,596.70 through Access to Work, £22,706.95 through Occupational Health referrals, and £16,964.90 through manager referrals.

[bookmark: _Toc160733445]Developments
The EDI team has worked to build close relationships with other teams including Procurement and Digital, who have helped to make CRAF a success. We are also looking to be able to reuse equipment and furniture where appropriate in the future, making some potentially significant savings.

The SPFT CRAF has been shared nationally as an example of how to provide centralised funding for reasonable adjustments. 
[bookmark: _Toc160733446]Equality, diversity and inclusion training

[bookmark: _Toc160733447]Mandatory training
All staff take mandatory training in Equality, Diversity, and Human Rights to meet the national UK Core Skills Training Framework, which is renewed every three years. Across 5,432 substantive staff members, 96.5% (5,256) staff members were up to date with this training as of 31 March 2024, with 3.5% (176) overdue.

[bookmark: _Toc160733448]Scope
In 2023-24, SPFT partnered with the disability equality charity Scope to deliver expert disability awareness training. The workshops were delivered across three themes: End the Awkward, designed to start the conversation around disability in the workplace, Recruitment and Selection, and Let's Talk, which explores the barriers disabled people experience and the social model of disability.

154 members of staff attended one or more Scope Disability Awareness workshops in 2023-24. 90% of delegates said that they would recommend the training to a colleague. 

[bookmark: _Toc160733449]Skill Boosters
This year we launched Skill Boosters training for all staff: 19 bitesize, video-based e-learning courses about inclusion skills, with downloadable course notes, hosted on the Trust's learning management platform. 

Skill Boosters course pass marks as of 31 March 2024:
	Allyship: An Introduction
	35

	An Introduction to Intersectionality
	24

	Creating an Environment Based on Respect
	56

	Cultural Awareness in the Workplace
	35

	Disabled Adventures in Work and Recruitment
	36

	Domestic Abuse: Supporting Employees in the Workplace
	17

	Facing Anger and Emotion
	25

	Inclusive Language and Communication
	20

	Inclusive Leadership
	11

	Neurodiversity: An Introduction
	44

	Socio-Economic Wellbeing
	14

	Tackling Problem Behaviour
	7

	Tackling Race Bias at Work: A Guide for Managers
	3

	The Effective Bystander
	33

	The Impact of Micro-Behaviours in the Workplace
	29

	The Multi-Generational Workforce: Tackling Age Bias
	27

	Trans and Non-Binary Awareness
	26

	Understanding Race Bias at Work
	23

	Understanding Unconscious Bias
	11

	Total
	476



[bookmark: _Toc160733450]Equality impact assessment training
Equality impact assessments (EIAs) are tools to collect evidence in order to promote equality and remove barriers to inclusion. We use EIAs before making changes to workplaces, services, policies and practices to make sure that we will not disadvantage people in protected groups.

EIAs are completed by policy or project teams, with input from the EDI team, and signed off by a Senior Responsible Officer (SRO) who oversees the work. SROs are required to complete refresher training once annually to maintain their competency, which we launched in September 2023.

In total, 53 people joined our EIA and SRO training sessions in 2023-24.
[bookmark: _Toc160733451]Staff networks

We have eight equality staff networks:
	Name of network
	Number of members and allies

	Armed Forces Community
	50

	Disability
	474

	Ethnic Minority
	212

	LGBTQIA+ 
	731

	Neurodivergent
	173

	Spirituality
	97

	Valuing Lived Experience (Mental Health)
	124

	Women's
	264

	Total
	2,125


[bookmark: _Toc160733460]
Collectively, the staff networks hosted over 30 events in 2023-24, spanning awareness raising, celebration, and commemoration, with the top events being:
1. BSL Half-Day Online Workshop recurring on 11 July, 8 September, 2 November, 6 December 2023 (Disability Staff Network) - 68 attendees
2. Comedy Show in Brighton and Hove featuring autistic comedian Joe Wells on 8 April 2023 (Neurodivergent Staff Network) - 42 attendees
3. Brighton and Hove Pride Parade March on 5 August 2023 (LGBTQIA+ Staff Network) - 39 registered 
4. International Women's Day Celebration in Worthing on 7 March 2024 (Women's Staff Network) - 30 attendees
5. Brew Monday Cuppa and a Chat in Worthing on 15 January 2024 (VaLE Mental Health Staff Network) - 25 attendees
6. Disability History Month Webinar with founder of UK Disability History Month, Richard Rieser on 15 December 2023 (Disability Staff Network) - 23 attendees
Interpreting

NHS England guidance requires that we always offer a professional interpreter where language is a barrier in discussing health matters, rather than using family or friends to interpret. It is our responsibility to ensure interpreting and translation services are available to patients free at the point of delivery.

Staff can access nine providers for interpreting and translation. The providers we use offer pre-booked and on-demand interpreting for overseas community languages and British Sign Language (BSL). This includes face to face, video, telephone, and written services.

[bookmark: _Toc160733461]Usage
In 2023-24, we used interpreting services 3,042 times, with a total spend of £267,127.78. We used the most sessions in Brighton and Hove (1,123), followed by East Sussex (1,111), West Sussex (774), and Specialist Services (34).

Arabic was the most used language by a wide margin, with a total of 596 sessions booked. The top ten languages in order were Arabic, Farsi, Polish, Bengali, Kurdish (Sorani), Russian, Albanian, Portuguese, Pashto, Chinese (Mandarin).

[bookmark: _Toc160733462]Staff awareness 
We created posters for all patient-facing areas displaying information for service users about their rights to an interpreter at no cost to them in the 10 most commonly used languages at SPFT. The languages were Arabic, Bengali, Dari, Farsi, Italian, Polish, Portuguese, Spanish, Tamil and Urdu, with a note for BSL users too.

We hosted four training workshops with interpreting providers to review best practice for staff working with interpreters, and train staff how to make and change appointments. Two of the workshops addressed overseas community languages in face-to-face, virtual, and on-demand telephone appointments. Two of the workshops addressed BSL, covering pre-booked face to face or video interpreting, and on-demand video interpreting.

[bookmark: _Toc160733463]Community languages
Census data shows where English is a main language among all adults in a household, some adults or some children in a household, or no one in a household across Sussex.

In West Sussex, 7% of households do not have English as a main language among all adults in a household, including 3% (11,256 households) where no one in the household has English as a main language. In East Sussex those figures are 5% and 2% (4,499 households) respectively. In Brighton and Hove those figures are 12% and 5% (6,608 households) respectively.
[bookmark: _Toc160733464]10.Inclusive recruitment

[bookmark: _Toc160733465]Inclusive recruitment training
Our Introduction to Inclusive Recruitment training provides recruiting managers with the knowledge and skills they need to move through the recruitment process with confidence. The training covers key legislation, and practical tips for adapting the recruitment process to make it fairer for people from disadvantaged and under-represented groups.

Inclusive Recruitment training has been delivered to 104 hiring managers as of 31 March 2024. 100% of surveyed attendees say they are 'Likely' or 'Very likely' to use what they learned in the training to improve future recruitment processes. A further 95% of surveyed attendees say they would recommend the training to a colleague. It is worth noting however that only 22 of 104 attendees completed the survey, an engagement rate of 21%. 

[bookmark: _Toc160733466]Guaranteed interview schemes
During 2023/24, 1,414 candidates stated that they were disabled in their application on our TRAC recruitment system, constituting 4.8% of all applications. 64% (906) of those candidates opted in to the guaranteed interview scheme on their applications, constituting 3.0% of all applications. 

404 disabled candidates who opted in to the guaranteed interview scheme were shortlisted for interview, constituting 8% of all shortlisted candidates. Data demonstrates that the guaranteed interview scheme is successful in advancing opportunities for disabled candidates, as 32% of disabled candidates who opted in to the scheme were shortlisted for interview, compared to 13% of non-disabled candidates.
[bookmark: _Toc160733467]11.Discriminatory incidents

[bookmark: _Toc160733468]Incident reports
Staff are able to report incidents of harassment and discrimination on our Incident Management System called Ulysses. 

During 2023-24, there were 258 reported incidents of harassment and discrimination on the basis of protected characteristics. We expect this is a significant under-reporting, because of NHS Staff Survey data, which tells us that many staff do not report their experiences. In our 2023 report, only 55% of staff said that they reported the last time they experienced abuse.

Of the 258 incidents, 120 relate to racial abuse, making up 47% of all discriminatory incidents. Almost all of these incidents were racial abuse towards staff from service users (120 incidents). A small number of people reported racial abuse by others, between staff, or between service users. Beyond the formal reporting system, the EDI team was made aware that internationally-educated members of staff were often facing racist abuse from service users. We were also informed of concerns that internationally-educated staff were being treated less favourably by colleagues compared to their UK-educated peers.

The next biggest category was sexual harassment, for which we recorded 63 incidents, accounting for 24% of the total. There were fewer than 10 discriminatory incidents based on disability, sex, religious discrimination, trans identity and sexual orientation.

[bookmark: _Toc160733469]Responding to discrimination
Discrimination can have devastating consequences for people affected, which can be magnified if their concerns are not listened to and addressed. As a result of varied practice across the Trust in terms of responding to harassment or discrimination, and feedback that many people are unsure how to respond in the moment, the EDI team developed a new Equality, Diversity, Inclusion and Human Rights (EDIHR) Policy, ratified in September 2023, and an EDI Improvement Plan for 2023-25.

The policy sets out a specific process for staff to take to address discriminatory incidents and support people affected. As part of the EDI Improvement Plan, we started training senior leaders on this process in January 2024, with 38 leaders trained as of 31 March 2024.

Additionally, in October 2023, SPFT signed the NHS England NHSE Sexual Safety Charter, which is our commitment to tackling unwanted, inappropriate, and or/harmful sexual behaviours within the workplace, supported by resources and toolkits. 
[bookmark: _Toc160733470]12.Promoting equality, diversity and inclusion at SPFT

[bookmark: _Toc160733471]SPFT Equality, Diversity and Inclusion Improvement Plan
In 2023 we launched our Equality, Diversity and Inclusion Improvement Plan that sets out our vision, objectives and actions to tackle inequalities and improve human rights from 2023-2025. 

We developed the plan through engagement with service users, carers, and staff members, as well as insights and evidence about differential access, experience, and outcomes among protected characteristic groups in our workforce and services. The EDI Improvement Plan brings together our statutory requirements with regional and national equality plans. That includes our specific duties to publish specific equality objectives, under The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017.

The plan sets out 15 objectives across four domains:
[image: ]
[bookmark: _Toc160733472]Equality, Diversity, Inclusion, and Human Rights Policy
We published a revised Equality, Diversity, Inclusion, and Human Rights (EDIHR) Policy in September 2023. The policy was developed using an EIA to review evidence from our services as well as national best practice, alongside insights from engaging with service users, carers, and staff. 

The policy aims to ensure that all staff, service users, carers, and families are treated with dignity and respect, and outlines clear processes to report and respond to discrimination and threats to people's human rights. The policy also supports all staff to understand their role in advancing equality of opportunity, eliminating discrimination, and fostering good relations. Compliance with the policy is measured through reports of harassment, discrimination, and victimisation through our Incident Management System Ulysses, through cases from Complaints and the Patient Advice and Liaison Service (PALS), and through Freedom to Speak Up concerns.

[bookmark: _Toc160733473]Equality impact assessments
All policies and projects must consider if and how they will impact on equalities. We fulfil this legal duty through equality impact assessments (EIAs). EIAs are tools that use qualitative and quantitative evidence to assess the impact of the proposed work. This requirement is proportionate, so projects with a bigger an impact on equality need to complete more comprehensive EIAs. 

The Trust uses EIAs ahead of proposed changes to workplaces, services, policies and practices to make sure that we will not disadvantage people. If an EIA author identifies negative impacts, they develop specific actions to minimise harm, or explain why they cannot. 

The EDI team provides regular EIA training, open to all staff, to support everyone to fulfil these responsibilities. The EDI team also reviews and comments on all EIAs. EIAs are signed off by Senior Responsible Officers (SROs) who are responsible for the change at service development or service management level. SROs manage their EIA portfolio to ensure that identified actions progress, and renew their training annually.

In 2023-24, we completed 36 EIAs on policies, projects, and procedures.
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