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Welcome and Introduction
Welcome from Chief Executive and Chief People Officer

We are delighted to introduce Portsmouth 
Hospitals University NHS Trust’s Equality, Diversity 
and Inclusion (EDI) Strategy 2022-2025, which 
outlines our commitment to intentional inclusion 
for the next three years. 

Our EDI strategy builds upon what we have 
already achieved and pledges to address 
inequalities for our people, patients and 
communities with real purpose and action. It was 
developed from listening to our staff, patients, 
partners and members of our local communities, 
and their valuable feedback provided the basis of 
our equality aims and objectives. 

The COVID-19 pandemic has impacted all of us 
in an unprecedented way. The disproportionate 
impact of this on many of our communities has 
magnified and focused attention on the impact of 
inequality, health inequalities, racism and other 
discriminatory behaviours and actions on our NHS 
staff and those we care for. 

As a Trust proudly based in the heart of 
Portsmouth, we are very aware of the role we play 
in reducing health inequalities. We recognise the 
responsibility we have in ensuring services not only 
meet the needs of our diverse population but are 
provided by a workforce that is representative 
of those we serve and are employed by an 
organisation that provides a fair and just culture 
for all.

Whilst Board and senior leadership is key, we all 
must work together to truly achieve our aim of 
being intentionally inclusive. We are asking all 
staff to adopt and embrace the strategy within 
their individual roles and workplaces. 

The work that we do now is critical in achieving 
the aims and objectives set out in our EDI strategy 
and will require joint working with communities 
and partners. We are fully committed and 
confident that we can achieve the aims we have 
set ourselves, through continued engagement 
and support with our people, patients and the 
community.  

Penny Emerit
Chief Executive

Nicole Cornelius
Chief People Officer
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Introduction

In 2018 Portsmouth Hospitals University NHS Trust 
(PHU) published our Working Together Strategy1  
which set out our vision, values and strategic aims. 
We shared our ambition to deliver on our vision 
and aims in partnership with our people, patients 
and the community we serve. 

In 2020 the COVID-19 pandemic shifted the 
landscape globally and influenced every aspect of 
our lives and the way the NHS operates. This has 
affected our people, patients and our community 
in an unprecedented way.  The disproportionate 
impact of COVID-19 on many of our communities 
brought into focus many health inequalities. This 
has been particularly detrimental on people living 
in areas of high deprivation, on people from ethnic 
minority communities, on older people, those with 
a learning disability and others with protected 
characteristics. This alongside the death of George 
Floyd, Black Lives Matters movement and racist 
abuse in football magnified and focused attention 
on the impact of inequality, health inequalities and 
other discriminatory behaviours and actions on our 
NHS staff, our key workers more widely, and our 
diverse communities.

In response to these changes and the publication 
of the NHS People Plan2 and People Promise3 
we reviewed our existing Working Together 
Strategy and recognised the need to strengthen 
our position on EDI to ensure it is aligned to the 
new national NHS equality agenda and will create 
a culture that is positive, compassionate, and 
inclusive.
 
Our EDI strategy is our commitment to addressing 
inequalities for our people, patients and our 
community with real purpose and action. We 
value the diversity of our people and commit 

to developing and sustaining an inclusive and 
compassionate workplace. For our patients and 
community, we want to ensure our service will be 
accessible and truly inclusive to all. 

Our EDI strategy was developed in partnership 
with our people and patients in conjunction with 
data from our NHS Staff Survey, staff quarterly 
survey, Workforce Race Equality Standard, 
Workforce Disability Equality Standard, Gender Pay 
Gap and Model Employer targets.

To understand what matters most to the people 
that work and receive services we wanted to go 
beyond the headlines, statistics and figures. We 
wanted this strategy to reflect the voice of our 
people and service users. In July 2021 we launched 
a series of listening and engagement events ‘Every 
Voice Matters’. This was to ensure we captured 
lived experiences and understood the day-to-day 
challenges faced so we can learn and develop best 
practice in supporting our people and patients. 
This was an incredibly valuable exercise and will 
influence our inclusion practices now and every 
day.

The NHS People promise “to work together to 
improve the experience of working in the NHS 
for everyone” reminds us that our business as a 
Trust is about people and our people provide our 
services to our patients and communities. We want 
all our staff to feel and work as part of one team 
that bring out the very best in each other. In doing 
this, we will be working towards fulfilling our 
Trust vision, “Working together to drive excellence 
in care for our patients and communities” which 
will be achieved through our strategic aims 
and supported by our values which underpin 
everything we do.

5Working towards Intentional Inclusion



Invest in the 
capability of our 
people to deliver 

on our vision

Our
Vision...

Our
Strategic
Aims...

Our
Values...

Working together to drive exellence in 
care for our patients and communities.

Fulfil our role or the 
communities we serve

Take responsibility for the 
delivery of care now and 

in the future

Support safe, 
high-quality 

patient focused 
care

Build the foundations on which 
our team can best deliver care
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... which are supported by

... which we will achieve through



Equality, Diversity and Inclusion
What is Equality Diversity and Inclusion?

Equality is about fair treatment, and we believe that employment and our services should be accessible 
to all. Everyone has individual needs and the right to have those needs respected. 

Diversity is about respecting difference and can include individuals and groups with varying 
backgrounds, experiences, perceptions, values and beliefs. It is important that we understand, value and 
respect those differences. 

Inclusion is about recognising and valuing the differences we each bring and creating an environment 
where everyone can be their true selves and has equal access to services, opportunities, resources and 
can contribute to the organisation’s success.

Legal Requirements, Legislation and Standards

As an NHS Trust and a provider of public services there are a number of legal requirements, national 
standards and contractual obligations that we must meet in relation to EDI, the main ones are:  

The Equality Act 20104 outlaws discrimination based on access to goods and services as well as 
employment, on the basis of nine protected characteristics:
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Public Sector Equality Duty5 and its three aims to: 

•  Eliminate unlawful discrimination, harassment, victimisation and other conduct prohibited by the   
    Equality Act 2010. 

•  Advance equality of opportunity for people in protected characteristic groups, this includes        
    removing/minimising disadvantages suffered as a result of a protected characteristic, taking      
    steps to meet different needs, and enabling participation in activities where participation is       
    disproportionately low.

•  Foster good relations between people from different groups, this includes tackling        
    prejudice and raising understanding.

Health and Social Care Act 20126  introduced the first legal duties about health inequalities and specified 
duties for health bodies to have due regard to reducing health inequalities between the people of 
England. 

Human Rights Act 19987  sets out the fundamental rights and freedoms that everyone in the UK is 
entitled to and requires all public bodies carrying out public functions to respect and protect human 
rights. The aim is that all people are treated with dignity, respect, equality, fairness and autonomy. 

Accessible Information Standard8  sets out a specific, consistent approach to identifying, recording, 
flagging, sharing and meeting the information and communication support needs of patients, service 
users, carers and parents with a disability, impairment or sensory loss.

Gender Pay Gap9  became mandatory for all public sector employers with more than 250 employees to 
measure and publish their gender pay gap. 

Equality Delivery System10 is a framework for NHS organisations to continuously improve the 
services they provide for their local communities and provide better working environments, free of 
discrimination, for those who work in the NHS.  

The Workforce Race Equality Standard (WRES)11 requires NHS organisations to report on nine indicators 
of race equality and to agree actions to ensure employees from black and minority ethnic backgrounds 
have equal access to career opportunities and receive fair treatment in the workplace.

•  The Medical Workforce Race Equality Standard (MWRES)12  focuses on doctors and dental staff   
    measured against eleven indicators. MWRES enables organisations to understand the challenges that   
    exist in the medical workforce, with the aim of encouraging improvement by learning and sharing  
    good practice.

•  The Model Employer13  sets out an ambition to increase black and minority ethnic representation at all 
    levels of workforce by 2028. This ambition has been expedited by the NHS People Plan 2020 to   
    increase senior leader representation by 2025 to equate to either the organisational or community  
    percentage, whichever is highest. 

The Workforce Disability Equality Standard (WDES)14  requires NHS organisations to report on indicators 
of disability and to agree actions to ensure disabled employees have equal access to career opportunities 
and receive fair treatment in the workplace. 

Sexual Orientation Monitoring Information Standard15  provides a consistent mechanism for recording 
the sexual orientation of all patients/service users aged 16 years across all health services in England. 

The NHS Standard Contract16  Section 13 Equity of Access, Equality and Non-Discrimination outlines 
standards and requirements that must be adhered to ensure NHS services promote equality and address 
health inequalities. 
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We strive to improve quality of care for our patients with the aim of providing a positive patient 
experience. Getting EDI right for patients is important so that individuals receive appropriate services 
in relation to their needs, patients can access information about the services we provide and are 
able to participate and contribute to the development of services that meet the needs of our diverse 
communities. 

Why Equality, Diversity and Inclusion is Important
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We are committed to improving individuals work experience, employment 
practices and advance equal opportunities. We want all staff to feel happy at 
work where their individual and team experiences are positive ones. Being happy 
at work helps to create a culture and environment that is conducive to cohesive 
working, development and learning opportunities which ultimately provides a 
better service for patients. Ensuring everyone has fair and equal access to jobs, 
training and promotion and given the opportunity to maximise their potential is 
a key priority for us.



Our patients come from all walks of life and so 
do our workforce. We hire great people from a 
wide variety of backgrounds, not just because it’s 
the right thing to do, but because it makes our 
hospital stronger. In recruiting for our team, we 
welcome the unique contributions that people 
can bring in terms of education, opinions, culture, 
ethnicity, race, sex, gender identity and expression, 
nation of origin, age, languages spoken, veteran’s 
status, colour, religion, disability, sexual orientation 
and beliefs.

As highlighted in our organisations ‘Working 
Together’ strategy, our staff are our most precious 
assets. We are honoured to have a large diverse 
workforce that includes volunteers, trainees, 
students, bank, military and facilities staff all with 
rich skills, ideas, talents and experiences. We want 
to ensure that every employee, across all sites and 
working from home, feel valued, respected and 
treated with dignity in an inclusive environment 
which acknowledges difference and celebrates 
diversity. 

Our Workforce

The below workforce data provides a snapshot of 
who our workforce is representative of. 

We are committed to providing all 
members of staff with a positive, 
inclusive work experience where 
they can reach their full potential. 
We will do this by working closely 
with the organisation and teams such 
as Recruitment and Organisational 
Development to ensure that EDI is 
a focus and to embed transparent 
people processes and provide 
guidance on best practice. This will 
include making sure that employment 
and opportunities for promotion are 
accessible to everyone, recruitment 
materials are representative and build 
upon the Beyond Boundaries positive 
action programme for ethnic minority 
staff so that delegates receive 
continued support in their career 
journeys.
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Age

25 and under 8% 46 to 55 22%

25 to 35 31% 56 to 56 15%

36 to 45 22% 66+ 1%

Disability

No 73%

Yes 9%

Unknown 18%

Ethinicity

White 75%

Black and Minority Ethnic 23%

Not Stated 2%

Gender

Women 78%

Men 22%

Marital Status

Married/Civil Partnership 53%

Single 44%

Unknown 4%

Religion Belief (top 5)

Christianity 47% Other 8%

Atheism 14% Islam 3%

Do not wish to disclose/unspecified 26%

Sexual Orientation

Heterosexual or Straight 76%

Unspecified/Not Stated 21%

LGBT 3%



We are proud to have active staff networks at PHU that support our diverse workforce. We recognise 
that staff networks are important because they provide a safe space for employees to have real, honest 
conversations on work-life experience, highlighting both areas for improvement and areas of success. 
They are essential to enhancing a culture of inclusivity, ensuring people feel able to bring their whole 
selves to work and contribute to improving life at work for underrepresented groups and individuals. 

Our current networks, which are supported by the Trust and Executive Team, are the DisAbility Staff 
Network, Race Equality Network and the Lesbian, Gay, Bisexual, Transgender + Staff and Allies Network. 
Our networks have achieved so much and have helped to shape organisational strategies, policies and 
processes to improve staff experience on a wide range of issues. 

It is our ambition for the future to work with staff and the organisation to identify and develop 
additional networks that aim to support staff. 

Staff Networks
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In Portsmouth, nearly 400 people have died from 
COVID-19 and over 30,000 people have tested 
positive for the illness at some point since the start 
of the pandemic. Beyond this, we have seen more 
people move into unemployment, more children 
become eligible for free school meals and more 
people need some support from public services. 

We have significant diversity within our local 
population, and we want to ensure that we 
develop healthcare services which are personal, 
fair and diverse and our patients receive a positive 
experience when accessing our services.

Our Local Community

We are working together with PHU’s Patient 
Experience Team to enhance EDI in all patient 
experience workstreams but specifically the 
Accessible Information Standard, strengthening 
the membership and representation of the Patient, 
Family and Carer Collaborative, and education 
plans for patient experience ambassadors. In 
addition to this, we will be supporting the team 
with the development of a Patient Experience 
Strategy to ensure there is a key focus on EDI. 

The below statistics are from the Office of National 
Statistics (ONS) Census 2011 and demonstrate how 
diverse our local population is.

Age

25 and under 36.2% 35-44 13.5% 55-64 9.3%

25-34 15.1% 45-54 12.5% 65+ 13.4%

Disability

17.3% with long term health 
problem or disability

Almost 3000 with 
physical disability

2000+ with hearing or 
visual impairment

Ethinicity

16% black and 
minority ethnic

12% come from 
overseas

100+ languages spoken

Marital Status

Married  36.9%

Single (never married) 43.5%

Sexual Orientation

LGBT+ estimated to be several thousand

5-7% of UK population are LGB

Religion Belief

Christianity (largest religion) 52.2% 

No religion 35%

Gender

205,056 people live in Portsmouth

Men/Women - split roughly 50/50



Health inequalities are the preventable, unfair and unjust differences in health status between groups, 
populations or individuals that arise from the unequal distribution of social, environmental and 
economic conditions within societies, which determine the risk of people getting ill, their ability to 
prevent sickness, or opportunities to take action and access treatment when ill health occurs. There can 
be differences in the care that people receive and the opportunities they have to lead healthy lives. 

Health inequalities can involve differences in health status, access to care, quality and experience of 
care, behavioural risks to health and wider detriments of health such as quality of housing. Factors that 
determine health inequalities can be experienced by people being grouped by a range of factors such 
as socio-economic, geography, protected characteristics and socially excluded groups. There will be 
differing impacts of individuals wider environment on health outcomes and quality of life, depending 
on the level of inequality they’re already living with.

We know that Portsmouth residents are likely to have less years living in good health during their 
lifetime than the regional and England average. Data from the ONS Health Index for Portsmouth in 
201817 showed that health was worse than the England average in 2015, and that Portsmouth’s relative 
position has worsened in relation to health outcomes and wider determinants and improved in relation 
to health-related behaviours. 

Portsmouth’s Health and Wellbeing Board (which PHU is a current member of) is a forum where key 
leaders from the local health and care system work together to improve the health and wellbeing of 
their local population, have a statutory duty to produce a joint strategic needs assessment and a health 
and wellbeing strategy for their local population. The Health and Wellbeing Strategy 2022-203018  
identifies five health and wellbeing priorities and the approaches that will be taken to bring about 
improvements in these areas.

•  Tackling poverty

•  Improving educational attainment

•  Positive relationships

•  Housing

•  Air quality and active travel

Health Inequalities

The Trust is committed to addressing and reducing health inequalities and we 
want our EDI strategy to reflect this by taking actions that will have an impact. 
We will gain an understanding of the diversity profile of the local population 
and identify and engage with communities that are currently under-represented 
and disadvantaged in healthcare; have focus on embedding approaches to 
understanding and addressing health inequalities across Portsmouth and 
will bring together partners from across the ICS to collaborate on improving 
outcomes for the local population and  consult and work with these communities 
to address challenges to meet the changing needs of individuals within the area.
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Our Approach
Aim

It is imperative that EDI is integrated into everything we do, and this becomes a natural part of 
everyone’s everyday. We want EDI to be a core part of Trust business, not an initiative or project that 
lacks sustainability. But we recognise that to make this a reality and make a difference to the health and 
wellbeing of our workforce, patients and our communities we need to place conscious consideration of 
EDI at the centre of all we do and be deliberate and explicit in our actions for improvement which has 
inspired our aim of…

…Working towards Intentional Inclusion.
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Everyone will be treated with 
honesty, dignity and respect. 
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Our 7 Principles for Inclusion
Our Trust values of working together, for patients, with compassion, as one team and always 
improving guide our people, inform their behaviours and decisions. These values also shape the 7 
core principles which are at the heart of our EDI strategy, which we will adopt to deliver our aim.

Recruit a reflective 
workforce at all levels 
and implement a fair 
and just organisational 
culture.

Provide services 
that meet the 
diverse needs of 
our communities.

Tackle health inequalities 
and strengthen the system 
approach to population / 
place-based health and 
care management.

Discrimination, harassment, 
bullying or victimisation 

will not be tolerated, in our 
services or in our workforce.

Our workforce will reflect the 
diversity of the communities 
we serve through equality of 
opportunity in employment 
practices.

Creating a culture of openness and 
an environment where everyone 
can bring their whole self to work 
and has equal access to services, 
opportunities and resources.

Every member of staff will feel 
valued and given the opportunity 

to fulfil their potential.

Engagement with our patients, 
families, carers and communities 
will ensure the services we 
provide are of the highest quality 
and inclusive to everyone.

Patients will be empowered 
to take ownership of their 

healthcare and be involved in 
decisions about their care. 

Strategic Objectives
Based on what we know through our data, research, the national EDI agenda and feedback from 
Every Voice Matters, we have identified three overarching strategic objectives in collaboration with 
our staff, patients and the community to address inequalities and these are:



Beyond Compliance

To work towards intentional inclusion requires deliberate action in addressing individual needs so that 
inclusion is evident in all we do, this means; actively listening and doing more to seek the experience of 
those that are seldom heard; to create the space and opportunity to ensure active involvement to inform 
our decision making; take action to evaluate gaps and celebrate our areas of best practice; supporting 
our leaders to be confident, visible and openly committed to the EDI agenda, and actively engaging and 
listening to staff, patients and communities.

Underpinning actions that will take us beyond compliance have been identified for each strategic 
objective and the progress of these will be reviewed annually.
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Our commitment is to move beyond just complying with our duties, that we 
adopt an anticipatory approach to inclusion and are continually striving to 
improve. We want to embed an inclusive culture that is evident in our services 
and how we work with our partners and is felt by our people.



Monitoring and Measuring Progress

To successfully embed our EDI strategy, it is important that we demonstrate that we are monitoring and 
measuring the improvements we are making. Some of these measures are mandated by NHS England 
and Improvement (NHSEI) and others will be local measures of progress and success. We will publish our 
progress against these measures to ensure visibility to our people, patients and the public.

Individual work programmes will have their own milestones and measures but collectively the main 
measures that will be used include (but not limited to):

We will agree priorities each year to guide our Trust action on inclusion. This will be determined by the 
EDI Group following review of the annual diversity and inclusion report and will ideally be set by July 
each year to influence and shape inclusion action for the remainder of the year. 

Taking a priority setting approach will not preclude the Trust from taking action on other aspects of 
inclusion where action is appropriate, and we will always take action where standards are identified to 
be below an expected or acceptable level. 

Action and progress on delivering our annual inclusion priorities will be led through the EDI Group and 
Workforce and Organisational Development Committee, reporting to Trust Board. We will proactively 
embed diversity and inclusion through all our services (clinical and non-clinical), our governance 
arrangements, our planning, decision making, and Trust culture.
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• Ensure that policies, processes and systems are supportive and monitored in line with the   
 ambitions set out in Working towards Intentional Inclusion.

• Regularly review our EDI priorities through feedback and information to ensure they   
 reflect the reality for our people, patients, public, and volunteers.

• Information reported and monitored against our statutory/mandatory requirements.

• External best practice accreditations e.g., Disability Confident, Stonewall Workplace    
 Equality Index. 

• Staff survey responses (national and quarterly staff surveys).

• Review patient feedback through, Patient and Staff Friends and Family Test, national and   
 local patient surveys and our complaints process.

• Feedback from staff networks, safe space discussions and lunch and learns.

• Feedback from exit interviews.  

• Monitoring of employee relations cases.

• Conversations and feedback as part of our ongoing culture change programme and   
 culture change agent engagement with staff.

• Explore beyond the national standards and datasets, to review the data of all protected   
 characteristics at every level within the organisation and seek to understand why there   
 are gaps. 



Roles and Responsibilities

The Board have overall responsibility for EDI with delegated responsibility for the work programme 
given to the Chief People Officer. Day to day work is overseen and undertaken by the Head of EDI. 

While there is a clear role for senior leadership in delivery of our EDI strategy it is important to recognise 
that every member of staff is a leader, is able to influence change whether for good or bad, has a voice 
that should be heard, and is given the tools and knowledge to help them also lead on EDI. 

Working in Partnership

Partnership working is of critical importance to our future success, and positively we have partnerships in 
place that could provide a platform for enhanced EDI activity including partnerships with; the Integrated 
Care System (ICS), University of Portsmouth, EQUANS, Joint Hospital Group South, Bank Partners, 
volunteers and various community partner organisations.
 
We intend to strengthen existing relationships with partners and develop new partnership opportunities 
to enhance the community voice, consult and engage and use this feedback to inform the work that we 
do.  

Our partnership with the Hampshire and Isle of Wight ICS is integral for Working towards Intentional 
Inclusion, ensuring EDI is fully embedded and improving the health and wellbeing of our local 
communities. We have been working together to co-ordinate services more closely, to make real, 
practical improvements to people’s lives, providing more consistency of care, breaking down barriers 
between services and reducing inequalities.
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Working towards Intentional Inclusion for us means making EDI a part of 
everyone’s everyday.



Action Plan

To be successful in the delivery of our strategy, we have developed a robust 
action plan. Our action plan is mapped against national and local EDI priorities, 
developed in partnership with our staff networks and alongside our other 
Trust strategies to ensure it is fit for purpose and embedded within wider Trust 
planning.

The action plan will be reviewed and refreshed annually, and progress will be 
published within the Public Sector Equality Duty Annual Report.
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Outcome      Action
Gaps for improvement in 
people practices identified via 
an external assessment

• Complete a diagnostic to comprehensively measure workplace 
inclusion and to identify opportunities to improve people 
management practices and line management capability 

EDI is a key focus in the Talent 
Management Strategy and 
processes/initiatives are in 
place that enhances equal 
opportunities for career 
progression for 
under-represented 
groups

• Embed career conversations as part of the annual performance 
appraisal process

• Build upon the positive action Beyond Boundaries leadership 
programme to support underrepresented staff groups through 
further positive action programmes

• Expand on the Reverse Mentoring pilot with staff from minority 
ethnic groups and extend across all protected characteristics, 
with the aim of developing empathy and understanding of staff 
experience

• Implement a Learning Management System to ensure we have 
greater access and transparency of data on succession planning, 
appraisal and development requirements

• Continue to work with HIOW ICS to provide systemwide solutions 
to under representation in leadership positions, and working on 
implementation of the NHS Leadership Academy Stepping Up 
programme across the ICS, and the provision of staff mentoring 
and sponsorship for staff from minority ethnic groups

• Explore the development of a positive action programme with 
the Faculty of Medical Leadership and Management for medical 
leaders in support of MWRES

• Improve mechanisms to capture data to provide targeted 
interventions

• Strengthen EDI training offer for managers and staff to increase 
awareness and provide knowledge and strategies to help build a 
positive inclusive work environment

• Add EDI objectives to Exec performance metrics and leadership 
performance appraisals

Recruitment processes and 
materials are inclusive and the 
workforce is representative of 
all groups across all levels

• Strengthen recruitment practices to require greater diverse 
recruitment panel membership and selection training

• Invest in a system with suitable data reporting capabilities to 
monitor candidate profiles at all stages of recruitment 

• Review the recruitment policy to ensure consistency and 
governance of unfair practices 

• In line with Model Employer targets, increase representation in 
under-represented groups in bands 7 to VSM by implementing 
positive action opportunities

EDI Objective Action Plan 2022-2025

Strategic Objective 1: Recruit a reflective workforce at all levels and implement a 
fair and just organisational culture
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Outcome      Action

Staff have access to health and 
wellbeing services and advice 
that enable them to manage 
physical and mental health 
conditions

• Support the implementation of the staff health and well-being 
improvement plan to ensure that staff are provided with the 
necessary support and advice to manage physical and mental 
health conditions 

• Tailor mental health provision to address the needs of diverse 
staff

• Support the Occupational Health Team to monitor staff 
wellbeing and recovery following on from the impact of 
COVID-19 on staff

Staff networks have a 
recognised voice and play a 
vital role in implementing new 
practices and initiatives that 
promote fairness and equality

• Support, enhance and strengthen staff networks to increase their 
maturity level to develop their reach and effectiveness

• Introduce and develop new staff networks so that all groups 
have a recognised voice

• Put in place mechanisms so that staff networks are consulted 
with when processes and initiatives are being developed or 
reviewed 

• Provide networks with time and a safe space to have supported 
conversations

The Trust has recognised 
inclusivity schemes in place 
that raise awareness and 
support staff from protected 
groups

• Achieve Disability Confident Leader accreditation

• Introduce the See ME First initiative underlining the 
organisation’s commitment to treating all minority ethnic staff 
with dignity and respect

• Implement recommendations from the Stonewall Workplace 
Equality Index to improve staff experience for the LGBT+ 
community

• Continue to work with Project Choice to offer supported 
internships to young people with learning difficulties
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Outcome Action

Gaps for improvement in the 
services we deliver identified 
via an external assessment

• Work with an external assessor to complete a diagnostic 
in the delivery of our services to identify opportunities for 
improvement where practices/processes are not fully inclusive 
and fail to meet the needs of our diverse communities

The Trust has recognised 
inclusivity schemes in place 
that raise awareness and 
support patients and the 
community from protected 
groups

• Implement the Sunflower Scheme and educate staff on how 
best to support patients with hidden disabilities so that they can 
provide better services

• Implement recommendations from the Stonewall Workplace 
Equality Index to improve service users experience for the LGBT+ 
community

• Strengthen the visibility of the NHS Rainbow Badge and roll out 
phase 2 of the scheme

• Introduce more Safe Zones across the hospital sites for LGBT+ 
community

Mechanisms in place to 
engage with patients and 
members of the community 
from all groups to gain 
feedback that is used to make 
improvements to services

• Strengthen the membership of the Patient, Family and 
Carer Collaborative to ensure it is representative of our local 
population

• Ensure inclusive engagement of all patient groups in service 
design and decision making

Collaborative working with 
the Patient Experience Team 
to ensure that EDI is a focus

• In collaboration with the Patient Experience Team implement 
the Accessible Information Standard and meet the information 
and communication needs of patients, their families, carers and 
service users with a disability, impairment or sensory loss

• Support the Patient Experience Team in strengthening education 
plans for patient experience ambassadors

Strategic Objective 2: Provide services that meet the diverse needs 
of our communities
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Outcome Action

Gaps for improvement in the 
services we deliver identified 
via an external assessment

• Work with an external assessor to complete a diagnostic 
in the delivery of our services to identify opportunities for 
improvement where practices/processes are not fully inclusive 
and fail to meet the needs of our diverse communities

The Trust has recognised 
inclusivity schemes in place 
that raise awareness and 
support patients and the 
community from protected 
groups

• Implement the Sunflower Scheme and educate staff on how 
best to support patients with hidden disabilities so that they can 
provide better services

• Implement recommendations from the Stonewall Workplace 
Equality Index to improve service users experience for the LGBT+ 
community

• Strengthen the visibility of the NHS Rainbow Badge and roll out 
phase 2 of the scheme

• Introduce more Safe Zones across the hospital sites for LGBT+ 
community

Mechanisms in place to 
engage with patients and 
members of the community 
from all groups to gain 
feedback that is used to make 
improvements to services

• Strengthen the membership of the Patient, Family and 
Carer Collaborative to ensure it is representative of our local 
population

• Ensure inclusive engagement of all patient groups in service 
design and decision making

Collaborative working with 
the Patient Experience Team 
to ensure that EDI is a focus

• In collaboration with the Patient Experience Team implement 
the Accessible Information Standard and meet the information 
and communication needs of patients, their families, carers and 
service users with a disability, impairment or sensory loss

• Support the Patient Experience Team in strengthening education 
plans for patient experience ambassadors

Outcome      Action

Gaps for improvement in 
health inequalities identified 
via a diagnostic

• Complete a diagnostic in collaboration with Public Health, 
Prevention Inequalities ICS Board, Portsmouth Health and 
Wellbeing Board to learn where there are gaps/opportunities 
to improve practices that will address and reduce health 
inequalities in line with the NHS directive to restore services in 
an equitable fashion

Improved knowledge and 
understanding of health 
inequalities within the local 
population

• Increase data collection for protected characteristic to 
understand the disparities better

• Engage with communities that are underrepresented and 
disadvantaged in healthcare 

• Develop health inequalities baseline information covering all 
protected and vulnerable groups

Strong and effective 
relationships are in place 
with the ICS and community 
partners that work together to 
address health inequalities

• Strengthening relationship with ICS Health Inequalities

• Consult and work with communities to address challenges to 
meet the changing needs of individuals

• Bring partners together across the ICS to collaborate on 
improving outcomes for the local population

Dedicated resource and a 
Health Inequalities Strategy 
with a robust action plan to 
address health inequalities is 
in place

• Develop a Health Inequalities Strategy and identify actions that 
will address and reduce health inequalities

• Invest in resources that will have oversight of the health 
inequalities agenda from an EDI perspective

• Embed approaches to understand and address health inequalities 
in Portsmouth

The Trust’s response to 
COVID-19 supports staff, 
patients and the community 
from all groups and individuals 
who are more likely to be 
disadvantaged

• Support the ongoing response to COVID-19 and vaccination 
programme and ensure equity

1  Portsmouth Hospitals University NHS Trust Working Together Strategy 2018-2023: www.porthosp.nhs.uk/about-us/documents/PHT%20Strategy%202018-23.pdf 
2  The NHS Long Term Plan: https://www.longtermplan.nhs.uk/publication/nhs-long-term-plan/ 
3  The NHS People Promise: https://www.england.nhs.uk/publication/our-nhs-people-promise/ 
4  Equality Act 2010: https://www.legislation.gov.uk/ukpga/2010/15/contents 
5 The Public Sector Equality Duty: https://www.gov.uk/government/publications/public-sector-equality-duty 
6 Health and Social Care Act 2012: https://www.legislation.gov.uk/ukpga/2012/7/contents/enacted 
7 Human Rights Act 1998: https://www.legislation.gov.uk/ukpga/1998/42/contents 
8 Accessible Information Standard: https://www.england.nhs.uk/ourwork/accessibleinfo/ 
9 Gender Pay Gap: https://www.gov.uk/government/collections/gender-pay-gap-reporting 
10 Equality Delivery System: https://www.england.nhs.uk/about/equality/equality-hub/eds/ 
11 Workforce Race Equality Standard: https://www.england.nhs.uk/about/equality/equality-hub/equality-standard/ 
12 Medical Workforce Race Equality Standard: https://www.england.nhs.uk/about/equality/equality-hub/equality-standard/medical-workforce-race-equality-standard-  
   2020-data-report/ 
13 The Model Employer: https://www.england.nhs.uk/publication/a-model-employer/ 
14 Workforce Disability Equality Standard: https://www.england.nhs.uk/about/equality/equality-hub/wdes/ 
15 Sexual Orientation Monitoring Information Standard: https://www.england.nhs.uk/about/equality/equality-hub/sexual-orientation-monitoring-information-  
   standard/ 
16 The NHS Standard Contract: https://www.england.nhs.uk/nhs-standard-contract/21-22/ 
17 Portsmouth City Council Health and Wellbeing Strategy 2022-2030: https://www.portsmouth.gov.uk/wp-content/uploads/2021/11/114.166-HWBS-2021_accessible.pdf
18 Portsmouth City Council Health and Wellbeing Strategy 2022-2030: https://www.portsmouth.gov.uk/wp-content/uploads/2021/11/114.166-HWBS-2021_accessible.pdf

Strategic Objective 3: Tackle health inequalities and strengthen the system 
approach to population/place-based health and care management
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Portsmouth Hospitals University NHS Trust is committed 
to Working towards Intentional Inclusion.

For any further information please contact the Equality, Diversity 
and Inclusion Team at EDI@porthosp.nhs.uk.


