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This plan sets out YDH’s
commitment to developing
and maintaining a diverse
workforce of people who
receive both equality of
experience and opportunity,
and great job satisfaction.
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Yeovil District Hospital (YDH) strives to be an outstanding
care provider and recognises the clear link between the
satisfaction levels of its people and the quality of the care
they provide.
The national Workforce Race Equality Standard (WRES),
the Workforce Disability Equality Standards (WDES) and
Stonewall data show that black or ethnic minority staff,
LGBTQ employees and disabled staff regularly experience
and report lower levels of job satisfaction and equal
opportunity, while facing greater levels of discrimination,
abuse and harassment.
Recent data that continues to evolve also shows that
ethnic minority staff have a higher risk of serious
complications (including death) as a consequence of
contracting COVID-19.
The ongoing, heightened challenges facing the NHS and
YDH, including the scale and pace of change, means that
there needs to be an even greater focus on engaging with
our people in an authentic and meaningful way.
YDH delivers acute services to a diverse community
across South Somerset and Dorset, and it depends on a
hospital that provides services that reflect its diverse makeup. Our diverse workforce must deliver appropriate and
responsive services.

At YDH we employ 2,600 people, of whom almost seven in
10 are women, two in 10 are from a ethnic minority
background, 70 have a declared disability and 58 identify
as lesbian, gay, bisexual, transgender or questioning
(LGBTQ). We believe these differences are to be
celebrated and that the diverse experience of our people
enrich who we are as a Trust.
This plan confirms YDH’s commitment to ensuring that all
staff are free from discrimination, feel equally supported in
achieving their career aspirations and report a high level of
job satisfaction.
Our objectives for attracting, developing and retaining a
diverse and inclusive workforce focuses on nurturing a
positive change culture, whether it relates to recruitment
and workforce planning, performance and progression or
bullying, harassment and victimisation.

Recent data shows that ethnic
minority staff have a higher risk of
serious complications (including
death) as a consequence of
contracting COVID-19
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Strand 1

Embed the plan across YDH and its
subsidiary organisations
 Each directorate to develop objectives that support the delivery of this strategy based upon
data and intelligence.
 Ensure a strong communication strategy to support the work streams and to promote the
importance of this strategy to all staff.
 Appoint a full-time Equality, Inclusion & Diversity Advisor to help embed the plan in everything
YDH and subsidiary organisations do.

Strand 2

Create a diverse and
inclusive culture
 Facilitate regular conversations with staff from protected characteristic groups about their
experiences and satisfaction levels, using this information to develop the strategy and
monitor cultural change.
 Focus on enabling strong staff networks and ensuring that YDH leaders understand their
importance, so that staff are encouraged and enabled to attend. Use staff networks to shape
the culture.
 Develop and promote role models and ambassadors at YDH, including people who have
progressed in their careers.
 Develop plans to increase ethnic minority representation across all pay bands, including
board-level roles.
 Engage with Academy education leads to develop schemes that will support ethnic minority
staff and enrich their work experience and help them move into senior roles.
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Strand 3

Improve and explore data
to support delivery
 Encourage all staff to complete the disability and sexual orientation section on ESR.
 Carry out regular reviews of grievances and disciplinaries to look for differing treatment
and/or outcome for staff from other protected characteristic groups and determine action
required.
 Continue to analyse the gender pay gap, including reviewing starting salaries regularly
for staff in areas that have the widest pay gaps, to find out if there is a gender-inequality
issue to address.
 Start to analyse the ethnic minority pay gap, including reviewing starting salaries regularly for
staff in areas that have the widest pay gaps, to find out if there is a racial-inequality issue to
address.
 Triangulate data collected through incident reports, grievances and disciplinaries, Freedom to
Speak Up Guardian reports and staff network feedback to inform action priorities, identify ‘hot
spots’ and address bullying, harassment, discrimination and abuse.
 Use individual risk assessment to ascertain COVID 19 risk and act accordingly, repeating
self-assessment each year.

Strand 4

Reviewing and improving policy,
procedure and process
 Review recruitment and selection processes to enhance equal opportunities and enable
positive action.
 Review all HR policies to ensure they reflect a ‘Just Culture’.
 Deliver training across all areas regarding unconscious bias as a core part of recruitment and
selection training.
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Strand 5

Identify and tackle bullying, harassment and abuse
of staff relating to a protected characteristic
 The Board and HMT to provide leadership regarding this work that publicly supports the aim
to identify and tackle bullying, harassment and abuse of staff relating to protected characteristics.
 Ensure that all staff are aware of policies that protect them from bullying, harassment and abuse
and are prepared to tackle it when it occurs.
 Provide managers with the skills to use a resolution approach to prevent escalation and reduce
the stress and damage that late intervention can create.
 Encourage staff to share their experiences, so they can be addressed via line managers,
networks, Freedom to Speak Up Guardians and the Board ED&I Champion – providing
channels that staff feel confident using.
 Use the data collected across YDH to identify ‘hot spots’ in teams and provide intervention to
enable equality cultural change.

Strand 6

Monitor progress and
emerging priorities
 Review annual WRES, WDES and gender pay gap data and use it to adapt annual priorities.
 Report on progress against this plan and these priorities every six months to the Workforce
Committee and each year via the annual report.
 Directorates to report progress against objectives every six months at directorate meetings.
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Communication and engagement

Monitoring and review

Effective communication is a critical success factor of this
strategy and key objectives both internally and externally
here at YDH.

Progress on the ED&I objectives will be reported and
monitored at YDH’s Workforce Committee bi-annually. In
addition, the annual Workforce Race Equality Standard
and Workforce Disability Standard reports will be taken to
the Board annually.

Key messages will be shared with staff, service users
and the wider community regularly with the aim of
ensuring that the following is understood/recognised:


Why equality, diversity and inclusion is important to
YDH.



Why the Board and senior leadership Team are
supportive and driving the change required.



Benefits to patients.



How staff feel about the work we are doing and the
impact it is having.



Priorities and actions.



How progress is being monitored and measured.



What has been done to date and how we are building
on that success.

An action plan for delivering the equality objectives and
WRES and WDES actions have been developed and are
published on the YDH website every year.
The strategy will be reviewed and refreshed each year.

Conclusion
The CQC Equally Outstanding Guide sets out the clear link
between staff feeling respected and equal opportunities
and outstanding quality of care.
This plan is an integral part of YDH’s journey to
outstanding. Success in implementing this strategy
will lead to the following:


Leadership that is committed to equality and cultural
transformation.



A culture that takes positive action and offers practical
support to enable equality.



Courage in our approach to tackling difficult issues.
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