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We support people to lead independent, healthy lives

Forward by Chief Executive,
Dr Adam Morris
I am delighted to welcome you to our Workforce
Equality, Diversity and Inclusion Strategy for the
next three years, a strategy which sets out our
commitment to being a provider of the best health
and social care while being a great place to work.
Equality, diversity and inclusion are all integral to
our organisational ethos and values. It is critically
important to me that every Livewell Southwest
employee works in an inclusive environment
which has a culture of mutual regard and respect.
This strategy reaffirms our deep commitment to
equality, diversity and inclusion and sets out our
core principles and priorities for development in
the coming years.

1 Introduction
and outstanding quality care.

1.1 About us

Achieving this in practice requires all of us to take
responsibility for ensuring equality and building on
the strengths of diversity.

Livewell Southwest is an independent, award
winning social enterprise providing integrated
health and social care services for people across
Plymouth, South Hams and West Devon, as well
as some specialist services for people living in
parts of Devon and Cornwall. We are at the
forefront of integrating health and social care,

Livewell Southwest has been working in
partnership with our joint trade unions for many
years to develop best practice that truly supports
every employee.
The publication of this Equality, Diversity and
Inclusion Strategy is a clear statement of our
determination to continue to build on that work
to the benefit of our employees and the people
whose lives we touch.

1.2 Our vision, mission values and aims
These aims and values are the heartbeat of
Livewell Southwest and shape everything we
do and colour the way we work. Our values have
been shaped by our workforce when asked about
what values were important to them at work.

Our overarching goal is to embed and sustain the
very best equality, diversity and inclusion practice
in all aspects of the organisation’s business and
activities through engagement with colleagues. It
should be embedded in our everyday practice, so
we no longer think of it in isolation. It is an
ambitious agenda but with your support I am
confident that we can attain our goal.

Angela Saxby, Associate Director of
HR and Engagement said ...
“I am really excited about the new role and
working with teams and colleagues to make a
difference. You fed back to us what good
employee engagement and inclusion looks like
through our staff survey - feeling valued,
included, listened to and being able to make a
difference. Through the organisation’s
engagement and inclusion programme we aim to
build on the great work we already have in place.
Research has shown that organisations who
effectively engage with their workforce have
higher levels of employee wellbeing, are happier
at work and service users have a good
experience.”
Angela commenced the role of Associate Director
of HR and Engagement in July 2019. In this new
role, Angela will have a strategic lead in a number

The values they commit to, with each other and
with people they are caring for, and the values
they expect others to commit to.

Vision
To be
the very
best at
helping people
to live well

We have backed our pledges with an action plan
of measurable objectives to ensure we not only
deliver our legal responsibilities but also drive and
achieve the shift in culture toward one that truly
embraces equality, diversity and inclusion.
The CQC ‘Equally Outstanding Guide’ for the NHS
sets out the clear link between employees feeling
valued and respected with equal opportunities

which means that we care for people in new ways
that are more efficient, with health and social care
professionals who would have previously worked
in individual teams now working together.
This helps us to deliver the right care for people,
in the right place and at the right time.

Mission
Dr Adam Morris

We support people to lead
independent, healthy lives

of HR and workforce-related issues and initiatives;
including representing and deputising for the
Director of People and Professionalism regarding
HR and work related issues. Other areas include
strategic lead for employee engagement &
equality, diversity and inclusion.

Values

We are always
Kind • Respectful • Inclusive
Ambitious • Responsible

Aims
We put
people at the
centre of
what we do
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We value,
support and
empower
each other

We are an
organisation with
a strong social
conscience

We transform
services
to make them
sustainable

Aims

1.5 The business case

We put people
at the centre of
what we do

We value, support
and empower
each other

We respect the goals
each person sets for
their health and lifestyle,
working with them and
for them to help them
to succeed.

We respect the
professionalism and
dedication of our
colleagues by sharing
the responsibility to
make decisions where
and when it matters,
trusting everyone to do
the right thing.

We are ambitious in
our aspirations for their
health and wellbeing,
and we encourage them
to be ambitious too.
We will treat people with
kindness and include
them in their care,
using their experiences
to make our services
continually better.

We treat each other
with kindness
and encourage the
ambition to excel
every day.
We value learning from
experience and use it to
make our services and
ourselves better.

We are an
organisation with
a strong social
conscience
We seek out
opportunities to deliver
social, economic and
environmental benefits
in the communities
we serve.
We are ambitious in
the way we design and
deliver services, using
innovation to enable
us to go above and
beyond.
We partner with likeminded employers,
suppliers and fellow
social enterprises to
support the economy
and be a responsible
force for good.

We transform
services to make
them sustainable
We work within
communities and with
community partners,
investing responsibly
to help people to look
after themselves and
live well.

•
•
•
•

We recognise the
changing needs
of people and
communities, by
including them in
shaping our services
to be the best.
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ready to improve our practice and to address new
issues as they arise. We will seek to understand
and address the root causes of inequality and if
we make mistakes, we will put things right and
learn from our experience.

1.4 Why this matters
To achieve the organisation’s aims and values we
need to do more than eliminate discrimination and
harassment, important though that is. We must
develop a culture that has inclusion and equality
at the heart of everything we do. Unless leaders

•

We make it easy to
access extra support if
and when it is needed.

1.3 Our commitments
We commit to fulfilling both the letter and the
spirit of our legal obligations under the Equality
Act 2010 and any other subsequent legislation
relating to equality.
We commit to being an organisation where we
promote equality, diversity and inclusion, always

Treating people fairly in recruitment, training,
development and promotion helps the
organisation build a reputation for being a good
place to work. This is an important motivator for
our workforce choosing to work and stay with
Livewell Southwest. A care setting where
employees do not feel valued and respected is
more likely to experience absenteeism, high
employee turnover and recruitment issues.
Benefits to our organisation include:

and managers role model inclusive behaviours
and oversee practices that support equality,
diversity and inclusion, our policies will not have
the impact that we need to see.

Increased employee satisfaction and
productivity.
Positive reputation internally and externally will
help improve our ability to attract and retain
the best talent.
Reduced employee turnover by increased
employee satisfaction.
Lower sickness absence rates.
The costs associated with bad unfair practice
far outweigh the costs of implementing good
practice in equalities.

•

•

Evidence suggests that organisations which
excel in equality, diversity and inclusion
provide better care to people who use the
services.
These organisations also perform well in
measures of employee engagement.

This is not just about the organisation’s role as an
employer: a genuinely inclusive organisation is the
foundation for delivering services that meet the
needs of the population that it services.
Unconscious biases and unwitting prejudices
sometimes get in the way, as do time pressures
and lack of knowledge or confidence.
Therefore, creating an inclusive culture will involve
conscious effort and co-ordination over the whole
period of this strategy.

2 What do we mean by Equality, Diversity and Inclusion?
Equality is about creating a fairer society where
everyone can participate and has the same
opportunity to fulfil their potential. Equality is
backed by legislation (Equality Act 2010) designed
to address unfair discrimination, harassment and
victimisation; advance equality of opportunity and
foster good relations between people who share
a protected characteristic and those who do not.
There are 9 protected characteristics: age,
disability, gender reassignment, marriage and civil
partnership, pregnancy and maternity, race,
religion and belief, sex, sexual orientation.

Diversity acknowledges and values the full range
of differences between people both in the
workplace and in wider society. Diversity includes
every kind of difference that makes each person
unique and distinct.
Inclusion refers to an individual’s experience
within the workplace and in wider society and the
extent to which they feel valued and included.
Inclusion often involves a human rights approach,
ensuring positive processes and outcomes,
treating people with dignity and respect, and
ensuring that barriers to involvement are removed.

3 What we know so far
Data is inconsistent - data we collect about the
protected characteristics of our workforce is
incomplete. We must improve the quality and
completeness of our data to improve our insights
and to track the outcomes of implementing our
strategy. In the meantime, despite the gaps in our
data, we can identify priorities that will help to
improve how we embrace and embed equality,
diversity and inclusion across Livewell Southwest.
Available data on Electronic Staff Records (ESR):
•
•
•

4.1% of our workforce reported that they have a
disability with 12.5% either not declaring or not
specified.
1.6% of our workforce reported their sexual
orientation with 45% either not declaring or not
stating.
3.5% of our workforce reported their ethnicity
with 7% either not declaring or not stating.

Our latest staff survey results have told us that:
•
•

•

•

11% of those that responded had experienced
harassment, bullying or abuse at work from
either colleagues or managers. (151)
7% of those that responded did not agree that
the organisation acts fairly regarding career
progression/promotions regardless of age,
disability, gender reassignment, marriage and
civil partnership, pregnancy and maternity,
race, religion and belief, gender or sexual
orientation. (99)
7.5 % of those that responded had personally
experienced discrimination at work from either
their manager/team leader or other
colleagues. (101)
12.5% of those that responded were unaware of
the organisation’s Flexible Working Policy. (169)

4 Where we want to get to – our equality, diversity and
inclusion aims and objectives
4.1 The aims and objectives of this strategy
We have all had the opportunity to contribute our
views and experiences to help build this strategy,
through feedback from the 2018 staff survey,
engagement sessions, Livewell Southwest’s
Workforce Committee and our Joint Trade Union
Forum. This has helped to focus the strategy on
the areas and actions we collectively believe will

make the biggest impact. We thank you for your
input and now ask you to help make Livewell
Southwest a better, more inclusive organisation
that builds on the strengths of diversity in the
way that we work and the work that we do. It also
builds on the organisation’s Workforce and HR
Strategies.

4.2 Aim
To create an environment where everyone
feels that they belong, has a voice and an
equal opportunity to succeed and thrive in the
workplace and be recognised as a model of
good practice in addressing equality, diversity
and inclusion.

4.3 Objectives
•

To have a representative and supportive
workforce

•

Promote and support inclusive leadership
across the organisation

•

Create a diverse and inclusive culture

•

Improve the collection, quality and use of
equality monitoring data

•

Embed the strategy across the
organisation

•

Implement the NHS Workforce Race
Equality Standard (WRES) equality

•

Implement the NHS Workforce Disability
Equality Standard (WDES)

•

Implement Gender Pay Gap Reporting

•

Implementation of the NHS Equality
Delivery System 2 (EDS2)

4.4 Principles underpinning the
strategy
•

We believe that everyone should be
treated with openness, honesty and
respect

•

We won’t tolerate unfair treatment or
discrimination

•

We want to be an organisation that people
are proud to be part of and work with

•

We will aim to have a workforce that
reflects the diverse community which we
serve

•

We will value and make the best use of the
diversity of talent in Livewell Southwest so
that our people fulfil their potential

5 Legal Obligations and Good
Practice Frameworks Equality
Act 2010
The Equality Act 2010 was introduced as an umbrella
piece of legislation to bring together all previously
separate equality legislation into a single Act.
It outlaws direct and indirect discrimination,
harassment and victimisation of people with the
following nine protected characteristics - age,
religion or belief, sexual orientation, disability, marital
or civil partnership status, sex, gender reassignment
or race.

5.1 The Public Sector Equality Duty

inspection standards, which means that we will be
scrutinised on our progress in meeting the
requirements of the standard.

5.3 Workforce Disability Equality Standard
(WDES)
The NHS Workforce Disability Equality Standard
(WDES) came into force on 1 April 2019 and is a set
of specific measures (metrics) that will enable NHS
organisations and providers to compare the
experiences of disabled and non-disabled
employees. This information will then be used by
organisations to develop a local action plan, and
enable them to demonstrate progress against the
indicators of disability equality.

The Act provides protection in relation to access to
goods and services as well as employment. As a
public sector organisation, we also have both general
and specific public sector duties. The general Public
Sector Equality Duty, which forms part of the Equality
Act 2010 requires us, as an NHS public sector
organisation, to have due regard to the need to:
•
•
•

Eliminate discrimination, harassment and
victimisation
Advance equality of opportunity between
persons who share a relevant protected
characteristic and persons who do not share it
Forster good relations between persons who
share a relevant protected characteristic and
persons who do not share it

The specific duties mean that Livewell Southwest
must:
•
•
•
•
•

Set meaningful and relevant equality objectives
with a focus on “outcomes” as opposed to
process
Report on progress in achieving equality
objectives
Report on equality data in the workforce
Demonstrate the impact on equality of policies
and services (equality impact assessment)
Ensure we are involving and engaging with the
communities we serve

5.2

Workforce Race Equality Standard
(WRES)

The WRES is a mandatory requirement embedded
within the NHS Contract to ensure effective
collection, analysis and use of workforce data to
address the under-representation of BME staff across
the NHS. The WRES requires the organisation to
demonstrate progress against nine standard
indicators specifically focused at race equality. From
April 2016 it has also formed part of the CQC

5.4 NHS Equality Delivery System 2 (EDS2)
EDS2 is a national equality toolkit designed for the
NHS. The framework provides an overarching
approach to enable the monitoring of equality and
fairness across service delivery, workforce and
leadership issues.

5.5 Gender pay gap reporting
Livewell Southwest produced and analysed gender
pay gap information in April 2018 in preparation for
the requirement to publish by 4 April 2019. This is a
legal requirement and the report shows the difference in the average pay between all men and
women in the workforce. If a workforce has a
particularly high gender pay gap, this could indicate
there may be a number of issues to deal with and
the individual calculations may help to identify what
those issues are. The organisation has developed a
separate action to address the gender pay gap
between men and women.

6 Reviewing and updating the Strategy
Progress towards meeting our objectives is
detailed in the equality, diversity and inclusion
action plan set out in appendix one.
The three year action plan is designed to:
•
•

•

•
•

Create greater transparency and improve
equality in outcomes for our workforce
Equip all employees, managers and leaders
through training, information and highlighting
role models to build equality, diversity and
inclusion into the work they do and the way
they work
Raise awareness of equality, diversity and
inclusion and involve colleagues through
employee networks, team discussions and our
joint trade unions
Embed equality, diversity and inclusion into
recruitment, training and promotion
Development of skills and behaviours across
all employees, especially managers, to enable
colleagues to recognise the value of diversity
and inclusion and assist managers in
recognising and guarding against any
preconceptions and prejudices of certain traits
or backgrounds (unconscious bias)

The actions in this strategy will affect many
aspects of what we already do and how we work.
This will include the information we use and how
we challenge ourselves to help us make good
decisions, how we behave to each other, how we
encourage, value and reward contributions from
different staff and how we evaluate the impact of
our internal and external policies.

6.1 Reporting Progress
We will publish information explaining what
progress we are making towards achieving these
objectives every six months to the organisation’s
Workforce Committee. We will regularly revisit this
strategy to ensure it remains relevant.

Appendix One
Workforce Equality, Diversity and Inclusion Action Plan – June 2019 to June
2022
OBJECTIVE

OUTCOME

ACTION

DATE

To have a
representative and
supportive
workforce
(EDS2)

Fair NHS
recruitment and
selection processes
lead to a more
representative
workforce at all
levels
(EDS2)

Conduct a review whether the
organisation’s recruitment and
selection policy, procedure
and process from an equalities
perspective. Identify
improvements to be
implemented

Year 1
2019/20

Recruitment

Review of policies such as
secondment and acting up
policies to support increased
mobility and career
progression for colleagues
from groups that are
under-represented at
middle and senior
management levels

Years
1/2/3
2019/22

Workforce
Policy Group

The organisation is
committed to equal
pay for work of
equal value and
expects employers
to use equal pay
audits to help fulfil
their legal
obligations (EDS2)

Conduct an equal pay audit to
compare the pay of men and
women within the
organisation

Year 1/2
2019/21

HR

Review the current job
evaluation process

Year 1
2019/20

HR/Joint
Trade Unions

Training and
development
opportunities are
taken up and
positively evaluated
by all staff (EDS2)

Assess whether all training
and development
opportunities are recorded
and monitored

Year 1
2019/20

Professional
Training &
Development

When at work, staff
are free from abuse,
harassment, bullying
and violence from
any source (EDS2)

Promote ‘Freedom to Speak
up Guardian to all employees

Year 1
2019/20

HR /
Communications /
Managers

Ensure that all employees
are aware of the policies that
protect them from bullying,
harassment and abuse and
tackling it when it occurs

Year 1
2019/20

HR /
Communications /
Managers

Overall accountability for achieving the aims and
objectives of this strategy are held with the
organisation’s Workforce Committee.
If you require this document in another format,
please email the HR department:
Livewell.HR-Livewell@nhs.net

LEAD

OBJECTIVE

OUTCOME

ACTION

DATE

To have a
representative and
supportive
workforce
(EDS2)

When at work, staff
are free from abuse,
harassment, bullying
and violence from
any source (EDS2)

Support and skill managers
to use a resolution approach
when they become aware of
issues by introducing a
bullying & harassment toolkit
sessions. Use the data
collected across the
organisation including the
annual employee survey to
identify ‘hotspots’ in teams.
Work with managers to
develop local actions plans to
address concerns

Year 1
2019/20

Introduce and train a network
of bullying and harassment
advisors to encourage our
workforce to share their
experience

Year 1/2
2019/21

Flexible working
options are available
to all staff consistent
with the needs of the
service and the way
people lead their
lives (EDS2)
Staff report positive
experiences of their
membership of the
workforce (EDS2)

LEAD

HR/
Managers

OBJECTIVE

Promote
and support
inclusive
leadership
across the
organisation

HR

Promote the flexible
working policy through HR
toolkit sessions

Year 1
2019/20

HR

Work with managers to ensure
that the policy is being applied
fairly and consistently.

Year 1/2
2019/21

HR

Continue to review the annual
employee survey results and
take action to address issues

Years
1/2/3
2019/22

HR/
Managers

Evaluate whether all
employees are treated fairly
in the workplace. Use current
data to look for differences
between groups, identify
trends over periods of time,
investigate the reasons for
these differences and put
suitable actions in place. To
include recruitment, training,
appraisals, promotions,
grievances, disciplinary
action, resignation,
redundancy and dismissals

Year 1/2
2019/21

HR

Create a
diverse and
inclusive
culture

OUTCOME

ACTION

DATE

LEAD

Boards and senior
leaders routinely
demonstrate their
commitment to
promoting equality
within and beyond
their organisations
(EDS2)

We will also provide
specific training to the Board
on its responsibility for
equality, diversity and
inclusion and to managers so
they can drive this

Year 1/2
2019/21

HR/
Professional
Training &
Development

Papers that come
before the Board and
other major
Committees identify
equality-related
impacts including
risks, and say how
these risks are to be
managed (EDS2)

Include equality impact
assessment as part of the
standard business planning
template and service
improvement.

Year 1/2
2019/21

HR
Corporate

Middle managers
and other line
managers support
their staff to work in
culturally competent
ways within a work
environment free
from discrimination
(EDS2)

We will work to ensure that
our workforce are aware of
their own and the
organisation’s responsibilities
for advancing a culture of
equality of opportunity and
fostering good relations,
achieved through targeted
training and development
activities

Year 1/2
2019/21

EDI Working
Group

Through management toolkit
sessions raise awareness with
our colleagues of the
benefits of policies and
practice of inclusion. This will
include hidden and
unconscious bias

Years
1/2/3
2019/22

HR

To facilitate ongoing
engagement with our
workforce about their
experience and satisfaction. At
the same time assess whether
colleagues wish to establish
specific employee networks
or focus groups for equality
groups

Year 1/2
2019/21

EDI Working
Group

Colleagues are
aware of the effects
of their behaviour
on others and are
equipped to challenge and report
inappropriate
behaviour when they
experience or
witness it

OBJECTIVE

Create a
diverse and
inclusive
culture

OUTCOME

Our employees
have a genuine
understanding of,
and commitment to
equality, diversity
and inclusion

Promoting the
organisation as an
inclusive employer
and an employer of
choice

ACTION

DATE

LEAD

OBJECTIVE

OUTCOME

ACTION

DATE

LEAD

Review the equality and
diversity mandatory training
programme to ensure that it is
current so that all employees
understand their legal
responsibilities and the
business case for great
diversity and inclusion

Year 1
2019/20

EDI
Working
Group/
Professional
Training &
Development

Create a
diverse and
inclusive
culture

All imagery should
reflect and celebrate
the diversity of the
workforce

To review the organisation’s
workforce publications,
display materials, the website
and internal wall displays to
ensure workforce materials
reflects and celebrates the
diversity of the workforce

Year 1/2
2019/21

EDI
Working
Group/
Communications

To improve
employment
opportunities and
accessibility for
individuals with a
disability or learning
disability

To work collaborative with our
partners and local
organisations to promote
employment opportunities

Year 1/2
2019/21

EDI Working
Group
Recruitment

To undertake an accessibility
audit to improve accessibility
to buildings and car parking
for colleagues who have a
disability

Year 1/2
2019/21

EDI Working
Group

Promoting the
organisation as an
inclusive employer
and an employer of
choice

We will improve visibility and
awareness of issues affecting
lesbian, gay, bi-sexual,
transgender, and intersex
LGBTI employees, using
materials such as those
developed by Stonewall

Year 1/2
2019/21

EDI
Working
Group

Employees have a
greater awareness
and understanding
of transgender
issues and
managers are
equipped to support
transgender
employees

We will raise awareness with
our colleagues on issues
affecting transgender
individuals, in particular the
potential vulnerabilities of our
workforce who are
transgender or transitioning
by reviewing the annual
equality& diversity training
and providing toolkit sessions
for managers

Year 1/2
2019/21

EDI Working
Group

Implement and promote
workforce Transgender policy
and guidance including
transitioning template

Year 1
2019/20

EDI Working
Group

Identify dedicated resource to
progress our EDI work across
the organisation

Year 1
2019/20

EDI
Working
Group

Introduce a national and local
diversity calendar so that the
organisation is able to
prepare and take part in
equality, diversity and
inclusion events

Year 1
2019/20

HR
EDI Working
Group

Mindful Employer - Ensure
the Organisation’s
commitment to Mindful
Employer is highlighted in
templates and key
documentation e.g. Annual
Report, Quality Accounts etc

Year 1
2019/20

HR

Disability Confident –
continue to sign up to the
employer scheme which is
designed to help recruit and
retain people with a disability

Year 1
2019/20

HR

Sign up to charters and
pledges promoted on NHS
Employers, Business in the
Community (BITC) and
Stonewall

Year 1/2
2019/21

HR

OBJECTIVE

OUTCOME

ACTION

DATE

Create a
diverse and
inclusive
culture

Equality, diversity
and inclusion
category is included
in the annual people
awards

To include an award for team/
individual who has
contributed to equality,
diversity and inclusion, at the
annual People Awards. This
might be an individual/team
with a protected characteristic
who has achieved career
success, or who has
contributed to the well-being
or advancement of another
staff member

Year 2
2020/21

There is a greater
representation of
young people in the
workforce longer
term

To promote and encourage
engagement with schools,
colleges and other training
providers to inspire young
people to consider working
for Livewell Southwest and
wider health and care
organisations

Year 1/2
2019/21

HR
EDI Working
Group

Establishing role
models

With protected characteristics,
publicising stories of success
in order to inspire and enable
others

Year 1/2
2019/21

EDI Working
Group/
Communications

To raise awareness
and provide support
to our workforce

Develop an equality, diversity
and intranet hub containing
relevant information and
awareness raising for our
workforce

Year 1/2
2019/21

HR
EDI Working
Group

To develop a workforce
equality dashboard which
will provide a clear indicator
of how the quality of our data
is improving and how we are
maintaining compliance with
legal and regulatory
requirements

Year 1/2
2019/21

HR
Business
Intelligence

Develop a set of metrics or
measures to so that the
organisation can clearly
demonstrate improvements

Year 1/2
2019/21

HR
EDI Working
Group

Improve the
collection,
quality and
use of
equality
monitoring
data

To understand how
we are doing and
how we can improve
on equality, diversity
and inclusion

LEAD

People
Awards
Planning
Group

OBJECTIVE

OUTCOME

ACTION

DATE

LEAD

Embed the
strategy
across the
organisation

To have clear service
objectives in place
to support workforce
equality

HR to work with services
to develop objectives that
support the delivery of this
strategy based upon data and
intelligence provided in the
workforce equality dashboard

Year 1/2
2019/21

HR

Colleagues
understand the
importance of this
strategy and what it
means to them

Work with the
communications department
to develop a communications
plan that promotes the
importance of this strategy

Year 1
2019/20

HR
Communications

Our workforce help
identify the
organisations
equality, diversity
and inclusion
priorities and the
actions required to
deliver them

Establish and equality,
diversity and inclusion
working group which will be a
sub group of the Workforce
Committee

Year 1
2019/20

Workforce
Committee

Improvements and
gaps are reported
annually

To complete an annual
equality, diversity and
inclusion report

To progress and
develop our equality
performance and
build on best
practice in this area

Sign up to the NHS Employers
Equality and Diversity Partners
programme

Year 1
(Sep 2019)
2019/20

HR

Year 2
2020/21

HR

OBJECTIVE

OUTCOME

ACTION

DATE

LEAD

Implement
the NHS
Workforce
Race
Equality
Standard
(WRES)
equality

Demonstrate
progress against
nine metrics
(measures)
specifically focused
at race equality

Provide data to NHS England
on our performance against
the nine metrics specially
focusses at race equality

Year 1
(Aug 2019)
2019/20

HR

Implement
the NHS
Workforce
Disability
Equality
Standard
(WDES)

Demonstrate
progress against ten
metrics (measures)
that will enable
Livewell Southwest
to compare
experiences of
disabled and
non-disabled
employees

Complete the pre-populated
WDES spreadsheet and
submit data to NHS England
via the Strategic Data
Collection Service

Year 1
(Aug 2019)
2019/20

HR

Implement
Gender Pay
Gap
Reporting

Understand the
causes of gender
pay gap and identify
barriers to
progression and,
by taking action to
close the gap,
improve
organisational
performance

To publish the Gender Pay
Gap report and develop an
action plan responding to the
data

Year 1
(March 2019)
2019/20

HR

Implementation of the
NHS Equality
Delivery
System 2
(EDS2)

Help the
organisation, with its
workforce to review
and improve our
performance for
people with characteristics protected by
the Equality Act 2010

To implement the objectives
set out in the EDS2 and report
on these annually

Years
1/2/3
2019/22

HR
Service
Managers
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We support people to lead independent, healthy lives

