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> The Trust has by NHS England. It offers a powerful mechanism Team
for cultural change. The programme empowers colleagues with protected characteristics to influence meaningful change by
mentoring senior leaders. leaders to engag tchallenges assumptions, broadens
insight and strengthens inclusive decision-making.
« Create accountability with recruiting managers.
> Annual auditing of Inclusive recruitment practices undertaken.
« Improving Talent Management.
> Carcer conversations have been successfully implemented across the Trust, enabling inclusive, high quality converstions that
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aspirations. Career conversation training is available monthly and is delivered jointly across the CS.
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entryinto the formal capability procedure is ato, roup. > Offer Unconscious Bias Trainingis delivered bi-monthly. Unconscious bias is included in the recruitment and selection training
o awareof can I
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« Ensure that staff atall levels within the Trust feel supported to speak up against any form of discrimination, violence,
aggression, bullying or harassmentin line with the Trust Values.
> Maintain with across all staff, with additional training soffers/upport
from FTSU Guardian and Champions.
ing and develop additional to strengthen staff confidence in
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>Promotion of the access /support from the wellbeing offer along with access to Saff Inclusion Networks and FTSU Champions.
> promotion Reduction and Violence and Aggression Policy
> y o ] staff. Itis concern or
srievance or being subject to any investigation or review may cause harm to an individual’s mental health and wellbeing.
. a all managers and roles to embed and
ge of an workforce.
> Embed , roll 360 feedback and
targeted development
> A comprehensive leadership and development offer is available to all staff. The offer has been designed to supportstaff to be the
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decline on the 2024 survey results «StaffInclusion Networks
o > Promote regional and national opportunities for staff with a protected characteristic to access non-mandatory CPD and
education
« Improving Talent Management
> Career conversations have been successfully implemented across the Trust, enabling inclusive, high-quality conversations that
deeper everyone's 11, goals and personal
aspirations. Career conversation training is available monthly and s delivered jointly across the ICS
« Timely Reasonable Adjustment
Metric - Attendance - Disabled staff are > Embed g sop y
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2024 result but the gap s wider. appropriately and fairly.
. a all managers and roles to embed and
an
>Embed p, roll 60" feedback and
targeted development.
> Acomprehensive leadership and development offer is available to all staff. The offer has been designed to support staff to be the
most effective leaders while developing their capability. The offer contains training for aspiring leaders and supervisor/team
leaders as well as first-line, middle, and senior managers. There are also opportunities for executives. The training has been
designed to be accessible for all staff and contains a With
NHS Elect, staff can access recordings i the
2028 Metric7 There has been same opportunities « Care Group and Directorate
7. Percentage of disabled staff compared to animprovement from the 2024 survey | Updates to the Staff  |> are regularly pr gh the Management Teams

non-disabled staff saying that they are.
satisfied with the extent to which their

36.7% of disabled staff are satisfied with
the extent to which their organisation
values their work. This compares with

result with 34.8% of Disabled staff say.
that they feel their organisation valued
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> The study leave process is being automated to create a simpler and more streamlined process for staff to access training.
> Promote regional and national opportunities for staff with a protected characteristic to access non-mandatory CPD and

« HR Business Partners

« Organisational Development

organisation values their work their work compared to 46.7% of non- Group. education. Team
477 fornon-disabled staf disabled staff. « Improving Talent Management. +Staff Inclusion Networks
> Career conversations have been successfully implemented across the Trust, enabling inclusive, high-quality conversations that
d decper everyone's Kills, goals and personal
aspirations. Career conversation training is available monthly and is delivered jointly across the CS.
>Wellbeing conversations picked up routinely as part of the PDR process
> Health Ability Passport - Embed the use of the My Health and the staffand
those with © and personalised support
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up of the Kindness into , when available, introduce early resolution
training/toolkits.
> Promotion of the access/support from the well being offer along with access to StaffInclusion Networks and FTSU Champions
«Inclusive Leadership
ge take-up of the Kindness into , when available, introduce early resolution
training/toolkits.
> Promotion of the access/support from the well being offer along with access to StaffInclusion Networks and FTSU Champions
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and above posts. are added to every and
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Metrico - Disabled staff engagement - In > Commitment from the Board that, through board they have lived -c Directorate
9. The disabled 2025 v Updates to the Staff | experience of staff Management Teams

staff compared to non-disabled staff and the
overall engagement score for the
organisation.

staff engagement score for disabled staff
was 6.5, compared to 7.0 for non-disabled
staf.

the 2025 survey the Trust maintained an

engagement score for disabled staff of 6.4

this is compared to 7.0 for non-disabled
staff.

People and OD Delivery.
Group.

> networks by regular meetings with the Managing Director and CPO.
> Regular Board member attendance at network meetings builds relationships - Each Network has an Exec sponsor to support
Network Chair and Network members.
Inclusive Reciprocal Mentoring
>The Trust has d e by NHS England. It offers a powerful mechanism
for cultural change, The programme empowers colleagues with protected characteristics to influence meaningful change by
mentoring senior leaders. t challenges assumptions, broadens
insight and strengthens inclusive decision-making.

Supporting the DAWN network

« HR Business Partners

« Organisational Development

Staff Inclusion Networks

> The DAWN ( ang Network) has PP Charity.
The network also benefits from a comited leadership t of reference, and regular nce from
executives and board members at meeings.
Al and panels to have a Recruitment Champion.
jised training i bi-monthly. 8 is supported by an
practice toolkit, which is available to al staff. listis for band 8a
and above posts. areadded to v and ab b ady
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membership and the executive
membership to the overall workforce.

> The Trust has i by NHS England. It offers a powerful mechanism
for cultural change. The programme empowers colleagues with protected characteristics to influence meaningful change by
mentoring senior leaders. leaders t challenges assumptions, broadens
insight and strengthens inclusive decision-making.




