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Foreword 
  We are delighted to publish our new Equality, Diversity and Inclusion (EDI) Framework for the Royal Free London Group for the next three years. 

The EDI Framework seeks to set out key actions that we as a trust will strive to achieve so as to advance this vital agenda over the next few years 

that is aligned to our Board approved governing objectives.   The framework builds on the work we have done over the last year and have 

incorporated lessons learned from COVID-19 and its impact on our staff, patients and carers as well as the wider community.    

Tackling inequalities is important and challenging. It requires leaders at all levels, organisations and individuals to understand their own biases, 

beliefs and behaviours. It requires us to acknowledge the reality of inequality in the systems we operate and endeavour to  tackle inequalities by 

understanding people’s experience and implementing change.  

Furthermore, the Black Lives Matter movement has brought racial inequality to the forefront of everyone’s minds and its momentum gives us the 

opportunity to challenge past and on-going injustices.   

The trust is committed to ensuring that EDI is integrated in business as usual and wants to create an environment that allows our staff to thrive and 

our patients and carers to feel respected, valued and treated with dignity with the best possible health outcomes and experience for all.  The 

principles of equality, diversity and inclusion must be embedded in our day to day practice, so we no longer think of it in isolation but as an integral 

part of what we do. 

Our ambition is to ensure that our services, systems, policies are accessible and inclusive to all members of our community and that they are 

delivered equitably regardless of any differences and that our staffing reflects the communities we serve.   Our new set of equality objectives will be 

the key drivers to influence change and improve experience and outcomes for our staff, patients and carers.  One of the aims of the EDI 

Framework is to have inclusive leadership and accountability. Inclusivity and compassion must be at the core of everything that we do, including 

leadership.  
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Introduction 

Royal Free London NHS Foundation Trust recognises that equality is not about treating everyone the same.  Instead, it is about 

ensuring that access to opportunities are available to all by taking account of people’s differing needs and capabilities.  We 

appreciate diversity and seek to recognise and value differences through inclusion. We aim to ensure the provision of accessible 

healthcare and to develop a diverse and well-supported workforce that is broadly reflective of the population we serve. 

 

The Equality, Diversity and Inclusion Framework has been developed as an overarching strategy for staff, patients and carers.  The 

purpose of the framework is to deliver accessible equitable services for patients and carers and to improve experiences for staff and 

ensure we are representative of the communities we serve.  The framework has been developed based on an internal review 

conducted based on data, national policy and standards, implications of COVID-19 and feedback surveys and considerations given 

to the Public Sector Equality Duty and the regulatory framework.   

 

The EDI Framework has been aligned to our Board approved governing objectives: 

 Excellent health outcomes  

 Outstanding experience of care 

 Outstanding experience of our people 

By the end of the three years, our ambition is to have: 

 Inclusive accessibility and engagement 

 Inclusive and compassionate culture 

 Inclusive systems and policies 

 Inclusive leadership and accountability 

 

We aim to achieve this through the delivery of our new set of equality objectives for staff, patients and carers and through alignment 

with local, regional and national policies and equality standards.  At the time of writing this we are in the middle of a pandemic 

therefore will review our priorities on an annual basis to meet the needs of the evolving landscape.   

 

 

 

 

 

 



• Nine Protected Characteristics (Age, Disability, Race, 
Sex, Sexual Orientation, Religion or Belief, Gender-
reassignment, Maternity and pregnancy, Marriage and 
Civil partnership) 

• General and specific duties 

Equality Act 2010 
(Public Sector 
Equality Duty) 

• FREDA principles (Fairness, Respect, Equality, 
Dignity, Autonomy) 

• Human rights based approach (person-centred care) 

Human Rights 
Act 1998 

•  Reduce inequalities in access and outcomes of care 

•  Promotes involvement of patients and their carers in 
decisions relating to their health and enables them to 
make informed choices 

Health and Social 
Care Act 2010 

Legal and regulatory drivers 



•  An improvement tool that helps to create a culture of continuous improvement on    
equality, diversity and inclusion. 

•Develop an integrated approach in the review and assessment of our equality 
performance  against our equality objectives and improvement plans. 

•  Build improvement actions into business plans as part of the annual planning cycle 

Equality 
Delivery 
System  

 

•  The Accessible Information Standard directs and defines a specific, consistent approach 
to identifying, recording, flagging, sharing and meeting individuals’ information and 
communication support needs. 

•The aim of the Standard is to establish a framework and set a clear direction such that 
patients and  carers who have information or communication needs relating to a disability, 
impairment or sensory loss receive information and communication in the preferred 
method/format.    

Accessible 
Information 

Standard (AIS)  

•   Phase 3 - Eight urgent actions 

•   Public Health England recommendations 

•   Deaths of people with learning disabilities published by the Care Quality Commission 

COVID-19 
response and 

recovery 

National policy drivers (Patients 
and Carers) 



National policy drivers for our staff 



Equality, Diversity and Inclusion Framework for Staff, Patients and Carers 
Strategic Objective- Promote Equality and Diversity 

 

Quality ImprovementRegulationEquality StandardsLegislationPatient and Staff ExperienceCovid 19

 

 

 

Board approved governing 

objectives 

 

Equality Objectives 
 

Aims 

 

Implement through 4 I’s… 

Governance 

 

 

 

 

 

 

Alignment 

COVID-19 Staff and Patient Experience          Legislation Equality Standards      Regulation    Quality Improvement 

Group 
Board 

People 
Committee   

Group 
Executive 
Committee 

Equality, 
Diversity 

and 
Inclusion  
Taskforce 

Staff 
Equality 
Networks 

 

EDI and 
Human Rights 

Workforce 
Working 
Group 

Equal 
Access 
Groups 

Staff and 
Patient 

Experienc
e Groups 
at each 

site 

EDI Framework 2021-2024 (Staff, Patients and  Carers) 



Ref Aim Targets Timescales Metrics / Measures Link to EO Trust or 

Service 

Outputs Impacts 

1 Ensure RFL patients, 

family and carers are 

able to understand key 

information provided to 

them. 

 

All services conduct an audit on 

communication formats with patients and 

carers when providing critical information. 

 

June 2021 • Data from patient /family 

surveys 

• Analysis of complaints data 

• Language interpretation 

performance reports  

• Dashboards that demonstrate 

access to information by 

service 

• Reduced DNA’s 

• Long-term cost efficiency 

savings 

 

 

Equality 

Objective 1, 2 

and 3 

Services 

 

 

 

 

Services 

 

 

 

Services 

• Key information for 

patients, families 

and carers 

available in a range 

of formats and 

languages 

 

• Clear processes 

outlined for making 

information 

available and 

understood to 

patients, families 

and carers 

• Improved FFT feedback 

• Reduction in complaints 

re: Communication 

needs 

• Increase in compliments 

• Reduction of DNAs due 

to communications  

• Improved patient 

experience 

• Staff confident that 

patients communication 

needs are being met. 

All services to identify the top ten 

languages and set targets to translate 

critical information. 

June 2021 

All services to access and monitor the 

language interpretation service to ensure 

patients/carers understand information 

provided 

 

On-going 

 

Report 

monthly 

2 Ensure that the RFL 

elective (RTT) PTL 

(Patient Treatment 

List)/cancer waiting 

times is reduced 

equitably  

Further analysis of variables on RTT 

waiting times by population characteristics 

to understand how we can address 

inequalities and improve equity of access 

to healthcare.  

April 2021 

 

 

Proposed metrics which are 

currently being explored are: 

• Inequalities dashboards 

• RTT/cancer waiting time/% of 

people waiting more than 

certain threshold by priority 

category 

Equality 

Objective 3, 4 

and 6 

Trust 

 

 

 

 

 

Services 

 

 

 

Services 

• RTT/cancer wait 

target profiled by 

priority category 

and demographic 

characteristics 

 

• Reduction in the RFL 

PTL reflects  clinical 

need and does not 

favour those patients 

from more advantaged 

demographic categories. 

Co-develop  targets with service leads 

based on analysis of data 

July 2021 

Develop and implement  interventions to 

reduce inequalities and improve equity of 

access 

Commence: 

September 

2021 

3 Ensure that the 

channels through 

which all patients 

access (booking and 

consultation) 

outpatient 

appointments support 

equity of access 

Conduct an audit on current position of all 

outpatients appointment platforms, 

mechanism for access and options 

available.  

June 2021 • Availability (timeliness) of clinic 

appointments via key channels 

(face-to-face, phone, video) 

• Profile of patients (ethnicity / 

protected characteristic) 

accessing via key channels  

• Data dashboards 

• Did not attend data  

• Equality monitoring information 

• Complaints/PALS data  

Equality 

Objectives 

3,4, 5 and 6 

Services 

 

 

 

 

Trust and 

Services 

 

 

 

Trust and 

Services 

 

 

 

Trust and 

Services 

• Booking of 

outpatient 

appointments 

 

• Attendance of 

outpatient 

appointments 

 

• Equitable access to 

outpatient 

appointments 

• Equitable access to 

outpatient appointments 

at RFL, irrespective of 

channel used 

• Reduced number of 

DNAs as all channels 

will have increased 

equity of access.   

• Improved data collection 

to help design and 

deliver services 

Collate  and analyse baseline data on 

attended and not attended outpatients 

appointments by type (face to face, video, 

telephone) by protected characteristics. 

June 2021 

Based on audit and baseline data, identify 

priority areas and develop improvement 

plans 

July 2021 

Report 

monthly 

Improve equality data collection for all 

outpatients in year one  to 100% for 

ethnicity. 

March 2022 

Year one priorities – Patients and Carers 



Ref Aim Targets Timescales Metrics / Measures Link to EO How – Trust/London Outputs Impacts 

1. Implement 

Manager’s training 

to develop cultural 

awareness, 

competence and 

understanding 

 

Develop and deliver an EDI  

programme of awareness and 

competence in cultural 

sensitivity. 

Commence: July 

2021 

 

 

• Improved EDI scores in 

national staff survey. 

 

Equality 

objectives 

3a, 3b, 7, 8 

 

 

 

• Trust’s investment 

in EDI manager’s 

training. (Trust) 

Senior leaders have 

and are assessed on 

core competencies 

• Safe, effective and 

efficient care. 

• Growth and 

development for 

managers. 

• Improved quality of 

care. 

• Improved staff 

engagement and EDI 

scores 

2. Ensure that staff, 

irrespective of 

their ethnic group, 

can recommend 

(to the same 

extent) their team 

and organisation 

as a place to 

work. 

 

All staff have a common 

experience to be able to 

recommend RFL as a place to 

work- increase by 5%.  

Commence: April 

2021 - March 2022 

 

 

 

 

• Staff engagement score – 

annual NHS staff survey  

• NHS Pulse survey 

 

 

Equality 

Objectives 

7, 8 

 

 

• Regular Trust 

communication to 

encourage staff to 

regularly complete 

the Pulse 

survey.(Trust) 

 

• Disseminate the 

results of the survey 

and actions taken to 

address findings. 

(Trust) 

Staff survey results  

provides annual 

workforce intelligence. 

NHS Pulse survey 

has the ability to 

provide monthly data, 

where more than 15 

staff have completed. 

Monthly workforce 

performance score 

cards provides trends. 

• Regular staff feedback 

to allow a monthly 

workforce temperature 

check.  

• Improved patient care 

and patient 

satisfaction  

• Improved staff 

engagement scores  

from staff survey 

All staff recommend a friend or 

relative needing treatment at RFL 

and happy with standard of care 

provided by the trust- increase by 

5%. 
 

Commence: April 

2021 - March 2022 

3. Improving Trust’s 

Workforce 

Disability Equality 

Standards 

(WDES)  

Improve staff disability 

declaration, recruitment, equal 

opportunities, staff health and 

wellbeing, adequate 

adjustments, engagement and 

Board representation. 

 

Reduce bullying and harassment 

of disabled staff.  

Commence: April 

2021 - March 2022 

 

• Metric 1 - staff disability 

disclosure  

• Metric 2 - recruitment  

• Metric 4a - bullying, 

harassment and abuse 

patients, users on staff  

• Metric 4b,c,d – bullying, 

harassment and abuse staff 

on staff   

• Metric 5 – equal 

opportunities, career 

progression or promotion 

• Metric 6 - staff health and 

wellbeing 

• Metric 7 – staff feeling 

organisation values them 

• Metric 8 - adequate 

adjustments 

• Metric 9 – Disabled staff 

engagement 

• Metric 10 – Board 

representation 

 

Equality 

objectives 

3a, 3b, 7, 8 

 

• Implementation of 

Trust’s WDES 

action plan 

• Publish disabled 

staff stories on 

Freenet 

• Roll out diverse 

interview panels 

• Increase numbers 

of disabled staff as 

speaking up 

champions 

• Develop disability 

leave policy 

• Develop guidance 

on Access to work 

• Publish VLOG 

sessions with site 

CEOs to support 

disability  

Staff Survey results 

 

Monthly workforce 

performance score 

cards provides trends. 

• Inclusive and 

compassionate culture 

• Inclusive accessibility 

and engagement  

• Improved staff survey 

metrics for WDES 

outcomes 

Year one priorities – Workforce 



We want to 

reduce 

health 

inequalities 

and ensure 

that all 

patients 

have an 

outstanding 

experience 

of care. 

Vision Aims Outputs Corporate actions 

Inclusive accessibility 

and engagement 

Inclusive and 

compassionate culture 

Inclusive systems and 

policies 

Inclusive leadership 

and accountability 

Services co-designed 

inclusively with 

patients and carers 

Equitable access to 

the health system 

Equitable treatment 

within the health 

system 

Inclusive leadership 

and accountability at 

all levels 

Publish and implement the Equality Objectives 

Develop systems to improve access for patients 

and carers 

Develop a Kindness strategy  

Develop a co-design guidance tool 

Develop a Carer’s strategy 

Develop tools and resources to implement the 
Accessible Information Standard  

 
Develop an equalities data collection, monitoring 

and analysis tool  

  
Develop robust monitoring process for equality 

analysis 

Develop, implement and monitor the equality 
objectives 

Develop and monitor a health inequalities 

dashboard 

Compliance with 

legislation and 

standards 

Develop policy and processes to embed EDI and 

reduce health inequalities 

Align drivers to RFL programmes and across sites 

Align targets to address health inequalities at NCL 
level  

Develop a process for all pathways to consider EDI 

implications 

Assign SRO’s for each of the Equality Objectives 

Develop a learning and development programme 

for EDI 

Corporate Action Plan (Patients and Carers) 



An inclusive 

workforce 

where all staff 

are best able 

to give of their 

best and 

achieve their 

full potential 

free of 

discrimination 

or sense of 

exclusion . 

Vision Aims Outputs Corporate actions 

Inclusive accessibility 

and engagement 

Inclusive and 

compassionate culture 

Inclusive systems and 

policies 

Inclusive leadership 

and accountability 

Advocacy, motivation 

and contributions to 

improvement at work. 

Core business - focus 

investment, time and 

energy on EDI  

Equitable treatment of 

staff throughout the 

employment cycle  

Prioritise equality in 

leadership  

Publish and implement the equality objectives 

Ensure all leaders and managers assess core EDI 

competences 

Implement initiatives to enable leaders and managers 

understand staff  EDI experiences to inform  culture change. 

Improve access for all staff groups to engage in various 

working groups, staff networks, speaking up and trade unions. 

Engage in regular feedback mechanisms with staff. 

Regular EDI performance conversation at first and middle 

management levels.  
Monitor equalities data collection, analyse and use as business 

planning tool  

  
Develop robust monitoring process for equality analysis 

Develop, implement and monitor the equality objectives 

Review workforce equalities dashboard 

Compliance with 

legislation and 

standards 

Align Develop policy and processes to embed EDI and apply 

restorative culture in disciplinary processes 

Align EDI to RFL programmes and across sites 

Develop policy and processes to embed EDI and apply 

restorative culture in disciplinary processes.  

Review workforce policies with EDI mind-set 

Assign SRO’s for the workforce aims at each site 

Develop a learning and development programme for EDI 

 
Develop a criteria for appraisals to include equality objectives 

for all staff 

 

Corporate Action Plan (Staff) 



Equality Objectives 

2021-2024 



The trust has developed a set of equality objectives for staff, patients and carers.  The equality objectives are the key 

drivers of the EDI Framework and sets out the priorities for the first year with the view to review them on an annual 

basis.  The equality objectives will be reviewed in 2024. 

 

A set of eight equality objectives have been developed: 

 

 

 

 

   

1. Implement the 
Accessible Information 
Standard and improve 

communication needs for 
all patients and carers  

2. Develop and implement 
a person-centred care 

approach 

3. Develop an inclusive 
culture for staff, patients 

and carers through 
systems and policies  

4. Improve data collection, 
analysis and reporting to 
increase equity of access 

and reduce health 
inequalities 

5. Embed equality, 
diversity and inclusion in 
all service transformation 
and change  programmes 

6. Implement the PHE 
recommendations on 

Covid 19 and implications 
on affected communities 

and staff 

7. Representative and 
supported workforce 

8. Inclusive leadership 
representative of the 

communities we serve 

Equality Objectives 



 

Equality Objective 1 

 

Implement the Accessible Information Standard and improve communication needs for all patients and carers  

  

Why this objective? 

  

The Accessible Information Standard (AIS) came into force in July 2016. The standard was developed to ensure a 

consistent approach to identifying, recording, flagging, sharing and meeting the needs of patients and service users  who 

have a disability, in particular for individuals who have sensory impairment. RFL has commenced work on implementing 

the AIS across all sites; however they are all at different stages of implementation and have different systems in place.   

  

RFL recognises that communication extends to include people with specific language needs in alternative formats.   

  

Aims • Ensure systems are in place to identify, record, , flag, share and meet the communication needs of patients with a 

sensory impairment and or have a learning disability. 

• Ensure RFL patients, family and carers are able to understand key information provided to them. 

• Develop and implement a consistent approach across all sites. 

• Develop tools, templates and resources for staff 

• Ensure staff feel confident in implementing the AIS 

• Ensure that language interpretation and translation services are accessible in the new way of working and service 

design 

 

Activities  Develop an action plan with objectives under each of the aims 

 Conduct a mapping exercise of current position for each site 

 Assign a SRO and RO as lead for AIS at each site 

 Conduct a review on current IT systems 

 Conduct a review of learning from Covid in relation to patients’ communication needs  

 Conduct an audit on resources/information available internally and externally 

 Include AIS on digital roadmap 

 Ensure all communication services are available and accessible centrally 

  

Outcomes we expect 

to achieve or success 

measures by the end 

of year one 

 Systems developed or in progress (paper or electronic) for all forms of communication methods 

 Staff awareness and will to implement 

 AIS implemented for all patients upon first contact with the service 

 All services conduct audits on communication needs and information 

 

Impact hoping to 

achieve at the end of 

the three years 

 Patients/carers feel confident that their communication needs are met. 

 Staff feel confident in implementing the Accessible Information Standard across all sites 

 Evidence that demonstrates outstanding practice in implementing the AIS and language interpretation/translation 

with a positive impact on patient experience 

  



 

Equality Objective 2 

 

Develop and implement a person-centred care approach 

Why this objective? 

  

There are many phrases and methods that we can implement to demonstrate a person-centred care approach.  However, at 

times this can be difficult to evidence and demonstrate how the human rights principles have been applied to person-centred 

care and how people’s needs are met.  There are many variances and approaches adopted to implement a person-centred 

care approach, however requires this to be formalised. 

Aims • Define person-centred care approach and meeting people’s needs  

• Develop and implement a carers strategy 

• Develop and implement a Kindness Strategy that includes human rights FREDA principles  

• Develop and deliver Human Rights training – FREDA principles  

• Embed FREDA principles in end of life care pathways  

• Embed reasonable adjustments for patients with a disability 

• Improved patient experience results 

•   

Activities  Co-design the carers policy and protocol 

 Co-design the kindness strategy and carer’s strategy  and develop local action plans with targets 

 Establish a task and finish group for this equality objective   

 Design the training and include in wider organisational training – link with training and development team.  

 Explore whether the training is mandatory or supplementary. 

 Work with divisions to set targets for training and to develop local action plans 

 Design and deliver a reasonable adjustments guidance and training package that includes all disabilities 

  

Outcomes we expect 

to achieve or success 

measures by the end 

of year one 

 Kindness Strategy developed and implementation commenced 

 Carers strategy developed and implementation commenced 

 Human Rights training developed and delivered in targeted divisions 

 Reasonable adjustments training package developed 

  

Impact hoping to 

achieve at the end of 

the three years 

 Staff understand and are more confident in implementing a person-centred care approach and FREDA principles and 

how it impact on patient care, treatment and experience 

 Improved CQC rating and EDS outcomes/score 

 Patients report excellent experience  and improved health outcomes that reflect a person-centred care approach 

 Reasonable adjustments approach embedded into everyday practice 



 

Equality Objective 3a 

 

 

Develop an inclusive culture for patients and carers through systems and policies  

  

Why this objective? 

  

Systems and policies are integral to the business of all NHS organisations.  It is imperative to ensure that Equality, 

Diversity and Inclusion is integral to all existing and new systems and policies.  By assessing the equality, diversity and 

inclusion implications of our systems and policies, we will be able to ensure we have considered individuals, groups, 

communities and staff  that may experience differential outcomes as a result of inequity of access to our services and 

treatment.  As part of the Public Sector Duty we should be able to demonstrate how we have due regard to advance 

equality for the three general equality duties.    The trust has a Quality Improvement Team and processes that can provide 

a model for continuous improvement. 

  

Aims • Develop and implement a co-design guidance to ensure that we are inclusive in engaging/involving with 

communities we serve and our staff 

• Develop, conduct, monitor and publish equality analysis  

• Develop and implement a patient experience strategy and action plan  

• Embed EDI into Quality Improvement processes 

• Ensure robust governance arrangements are in place for EDI and align with interdependent committees/groups 

• Ensure the Equality Delivery System (EDS) is used to drive improvement for equality, diversity and inclusion 

Activities  Ensure revised Equality Analysis process is uploaded onto freenet and accessible to all staff 

 Design a range of tools for co-design 

 Design a webinar for QI projects 

 Develop a co-design pack 

 Conduct a mapping exercise against the EDS domains 

  

Outcomes we expect to 

achieve or success 

measures by the end of 

year one 

 Co-design guidance developed and embedded  

 Revised Equality Analysis template and guidance embedded and EAs conducted with robust governance processes 

in place 

 EDI tools for QI projects and pilot 

Impact hoping to 

achieve at the end of 

the three years 

 Policies and systems that can demonstrate impact on protected characteristics for staff, patients and carers with 

robust governance structures   

 Evidence to demonstrate how we have engaged and involved staff, patients and carers 

 Improved patient experience and health outcomes for all nine protected characteristics 

 EDI lens on all QI project  

 

 



 

Equality Objective 3b 

 

 

Develop an inclusive culture for staff through systems and policies  

  

Why this objective? 

  

 To deliver the NHS 10 year plan, Public Sector Duty, NHS Constitution, Outcomes Framework and the CQC 

Essential standards of Quality and Safety, i.e. continuous improved employment processes, working conditions and 

practices for all staff 

Aims  Reviewing policies and processes to ensure they are free from bias or unintentional discriminatory consequences  

  

Activities  Senior leaders make inclusion and eliminating inequalities a priority. 

 Offering improved flexible working in order for staff to have more control over their working lives i.e. e-rostering and 

professional development to retain staff. 

 Ensure equality for women who make up three quarters of our workforce by addressing outcomes of Gender Pay 

Gap report. 

 Information and data is examined to identify and monitor exclusion and inequality. 

 Address concerns of our BAME, LGBT+ and disabled staff as highlighted in the staff survey. 

 Implementing the London Workforce Race Equality strategy i.e. supporting and improving diversity, inclusion and a 

culture of respect and fair treatment for all staff through the implementation of white allies programme , de-bias 

recruitment framework, reverse mentoring scheme, core managers programme to include a number of modules, i.e.  

conversations that makes a difference, managing conflict, race awareness, and an inclusion matrix for 

organisational, team and individual level. 

 Increased focus and support for staff health and wellbeing  

 Implementation of restorative culture for disciplinary policy and processes as part of a pilot programme with 2 other 

NHS Trust’s, i.e. Kings and North Middlesex. 

 Regular workforce performance scorecards scrutinised by local site management as part of business as usual 

Outcomes we expect 

to achieve or success 

measures 

 Strengthening existing processes and working with North Central sector for system alignment to add value. 

 Increased collaborative work with NHS England to implement interventions specific to embedding an inclusive 

culture 

Impact hoping to 

achieve at the end of 

the three years 

•      Improved staff survey results 

•      Reduced sickness absence rates 

•      Improved WRES and WDES indicators/trends 

•      Improved staff engagement 



 

Equality Objective 4 

 

 

Improve data collection, analysis and reporting to increase equity of access and reduce health inequalities 

 

Why this objective? 

  

Despite many attempts to reduce health inequalities, it persists in our society. Reducing inequalities has been a priority for 

RFL in recent years and multiple projects/ changes have been made.  Recent COVID-19 pandemic has further exposed 

these health and wider inequalities.  The virus has had a disproportionate impact on certain sections of the population, 

including those who live in most deprived neighbourhoods and from ethnic minorities communities, older people and 

beyond.  There are many recommendations published nationally and the requirement to develop local plans to address 

health inequalities.  The RFL collate equality data on patients; however this requires improvement and further analysed to 

design and deliver services to increase equity of access and thus reduce inequalities.   

Aims •     Develop and implement a plan for equality data collection and monitoring at all sites  

•     Develop and implement targets on health inequalities aligned to NCL plans 

•     Ensure Equality, Diversity and Inclusion is integral to the parameters, i.e. Inequalities by RTT, length of stay,  

         cancer waiting times and emergency department to reduce inequalities 

•     Monitor and increase equity of access for patients across all services 

•     Improve the access, experience and outcomes for patients and carers with protected characteristics 

•     Anchor institution activity aligned to the equality objective 

•     Conduct access audits across all sites 

Activities  Understand and establish baseline for data collection and identify gaps and develop improvement plan 

 Develop an action plan to collate and analyse equality data for patients and platforms where data is collated 

 Set targets to reduce specific inequalities 

 Develop awareness, education and prevention and health promotion campaigns working with ethnic minorities 

communities and other protected characteristics 

 Ensure plans focused on recovery in the aftermath of COVID-19 takes into account the wider determinants of health 

Outcomes we expect to 

achieve or success 

measures at the end of 

year one 

 100% of ethnicity data collection for all patients 

 Set targets to reduce inequalities in waiting times  

 Campaigns to reduce health inequalities introduced and run with increased awareness 

 Access audits completed and action plans developed 

Impact hoping to 

achieve at the end of 

the three years 

 Improved equality data for patients 

 Improved access , outcomes and experience amongst the most deprived and groups that are disproportionately 

affected by health inequalities 

 Reduced inequalities amongst targeted groups and parameters 



 

Equality Objective 5 

 

 

Embed equality, diversity and inclusion in all service transformation and change programmes 

  

Why this objective? 

  

Royal Free London are currently delivering service transformation and change programmes that link to the 

Trusts strategic objectives.  We need to ensure that Equality, Diversity and Inclusion is integral to all 

programmes and to ensure processes support the delivery and implantation o the EDI agenda.   

  

Aims • Ensure robust monitoring and assurance processes are in place for approval of change programmes 

• Ensure Equality, Diversity and Inclusion is embedded in digital systems 

• Develop tools and resources to ensure EDI is integral to all service design and socialise these across the 

trust 

• Develop EDI training to incorporate as part of culture change across the trust 

Activities • Ensure all systems and processes are underpinned by the EDI agenda and monitoring and assurance 

processes are in place 

• Monitoring New Ways of Working (flexible working/hours/location) to see if this encourages/improves 

diversity at RFL.   

• Meetings with RFL EPR work stream leads,  Cerner Clinical Strategists and  West Herts programme 

colleagues to implement EPR and ensure Patient needs met 

• Monitor the impact of the new system on acceptance rates and treatment pathways for those with 

protected characteristics.  

• Ensure My RFL Care is accessible and meets the needs of the population that we serve 

• Ensure Attend Anywhere is inclusive and accessible to meet the needs of the population we serve 

• Ensure EDI is integral to all in-house  training and development programmes  

• Set up Stakeholder Engagement with patient groups to gage what they think of various  change 

Outcomes we expect to achieve 

or success measures by the 

end of year one 

• All digital and non-digital systems and processes developed 

• Improved user experience from all communities using My RFL Care and Attend Anywhere 

• EDI training developed 

• Measures agreed and data collection in place in order to monitor the impact of New Ways Of Working on 

diversity of staff 

• Clear articulation of EPR benefits 

Outcomes we expect to achieve 

or success 

• Inclusive systems and processes embedded 

• Improved outcomes for patients and carers 

• Lead as ambassadors for change programmes across NCL, region and nationally 

• The ability to work flexibly encourages diversity in RFL staff 

• Measure organisational improvement against key metrics and KPIs linked to the EPR Benefits 

 



 

Equality Objective 6  

 

 

Implement the PHE recommendations on COVID-19 and implications on affected communities and staff 

  

Why this objective? 

  

Covid has further exposed some of the health and wider inequalities that persist in our society. The virus itself has had a 

disproportionate impact on certain sections of the population, including those living in most deprived neighbourhoods, people 

from Black, Asian and minority ethnic communities, older people, men, people with learning disabilities and those who are obese 

and who have other long-term health conditions and those in certain occupations. It is essential that recovery is planned in a way 

that inclusively supports those in greatest need.   

  

Aims • Involve the community and staff to understand the impact on ethnic minorities, people with severe mental health, learning 

disabilities and or autism. 

• Implement the PHE recommendations  

• Collate, monitor and analyse data on staff receiving the vaccine 

• Ensure communication on COVID-19  is clear and understood by ethnic minorities and people with a learning disability/and 

or autism 

Activities  Ensure equality monitoring is integral to all services. 

 Engage with all patients at high risk and in particular ensure ethnic minorities patients and people with learning disabilities 

have appropriate advice, guidance and access to specialist teams in order to manage their condition, ensure they 

understand what to do and impacts of COVID-19 

 Develop guidance for staff and patients on good practice for those who are at risk 

 Work in collaboration with advocacy organisations to help deliver some the key messages 

 Improve communication with ethnic minorities patients, patients with learning disabilities and/or autism and carers 

 Phone consultations with learning disability patients should involve a carer/ family member if there are doubts about the 

persons understanding. Providing an easy read summary of the discussion should be sent to the patient. 

 All staff to ensure that language interpretation is accessed for patients with language difficulties to ensure they understand 

the information they are receiving 

 Collate equality monitoring information on all uptake of COVID-19 vaccines  

 Conduct Equality Analysis when revising policies and service change 

 Ensuring risk assessments are culturally competent and complete 

Outcomes we expect to 

achieve or success 

measures by the end of 

year one 

 100% Ethnicity data collection and improved disabilities data 

 Communication and engagement strategy/action plan for impact of COVID-19 for staff, ethnic minorities, severe mental 

illness and LD/Autism patients/carers 

 Increased uptake of Vaccinations amongst ethnic minorities and people with LD/Autism 

Impact hoping to achieve 

at the end of the three 

years 

 Through existing systems and processes, improved access and health outcomes for ethnic minorities patients, patients 

with learning disabilities and/or autism and their carers. 

 Improved communication and understanding of information on COVID-19 amongst ethnic minorities and people with 

learning disabilities and or autism 

 Staff? 



 

Equality Objective 7  

 

 

Representative and supported workforce 

  

Why this objective? 

  

To deliver the NHS 10 year plan, NHS Constitution, Outcomes Framework and the CQC Essential standards of Quality 

and Safety, i.e. continuous  improved employment processes, working conditions and practices for all staff 

Aims  To deliver demonstrable positive change to outcomes through broadening responsibility and accountability for 

equality such that its embedded in quality assurance, business planning and governance across the Trust. 

 To achieve better outcomes for patients, staff and local communities. 

 To have a work environment where issues of inclusion and staff experience are understood, acknowledged and 

acted upon. 

 To reduce incidents of bullying and harassment  

 To help deliver the rights and pledges of the NHS Constitution 

 To comply with equality legislation and CQC standards 

 To improve working environment and prospects for staff across all protected characteristics where senior leaders 

make inclusion and eliminating inequalities a priority. 

Activities  To embed fair recruitment and selection processes across the Trust, i.e. rolling out diverse interview panels to all 

posts. 

 To ensure equal pay for work of equal value through robust job evaluation of roles in the trust;  

 To provide training and development opportunities for all staff and monitoring take up and reviewing staff evaluation 

of the training;  

 To make sure that staff are free from abuse, harassment, bullying and violence from any source while at work by 

increasing representation of Speaking up champions within the BAME, LGBT+ and disabled staff networks. 

 To make reasonable adjustments to support staff with disabilities;  

 To provide flexible working options for all staff consistent with the needs of services; 

 To improve staff’s positive experiences of their membership of the workforce 

 To continue to monitor equality trends and take steps to address the inequalities we identify. 

Outcomes we expect to 

achieve or success 

measures by the end of 

year one 

 Strengthened and improved engagement of all staff. 

 Sustainable and measurable improvement 

Impact hoping to 

achieve at the end of 

the three years 

 Improved staff survey results 

 Reduced sickness absence rates 

 Improved WRES and WDES indicators/trends 

 Improved staff engagement 

 Reduced staff turnover 



 

Equality Objective 8 

 

 

Inclusive leadership representative of the communities we serve 

  

Why this objective? 

  

To deliver the NHS 10 year plan, NHS Constitution, Outcomes Framework and the CQC Essential standards of Quality and 

Safety, i.e. continuous  improved employment processes, working conditions and practices for all staff 

Aims  To have an inclusive workforce where all staff are able to give of their best and achieve their full potential free of 

discrimination or sense of exclusion. 

 To ensure protected groups are better represented in decision making process. 

 To have a working environment where staff feel safe 

 To close inequality gaps. 

 To improve trust and confidence in processes and outcomes across protected staff group. 

 To embed compassionate leadership, inclusive attitudes and behaviours across the organisation. 

Activities  Safety of staff in the workplace, i.e. Covid-19 risk assessments in place. 

 Increasing the diversity of our Board to reflect the communities and workforce it serves. 

 Senior, middle and first line management understanding and acknowledging issues of inclusion and addressing them.  

 Appointing Board champions for diversity, i.e. disability, women, LGBT+ and BAME groups with “lived experience” to 

improve staff experiences. 

 Changing recruitment practice for senior roles to encourage greater BAME representation at this level through the roll 

out of diverse interview panels. 

 Responding to staff feedback to improve their experience. 

 Boards and senior leaders routinely demonstrating their commitment to promoting equality within and beyond the 

organisation. 

 Identification of equality related impacts within papers that come to the Board and other major committees including 

risks and its management.  

 Middle managers and other line managers supporting their staff to work in culturally competent ways within a work 

environment free from discrimination. 

Outcomes we expect to 

achieve or success 

measures by the end of 

year one 

 Have higher aspirations for equality, diversity and inclusion to achieve improved health outcomes for staff and 

patients, a happy and motivated workforce leads to provision of high quality care. 

 Prioritisation of equality, diversity and inclusion issues to improve staff experience. 

 Empowered, engaged and included staff. 

 Increased awareness and commitment, helping to change attitudes and behaviours of wider staff around equality and 

inclusion.  

 Better internal and external partnership working around equality and engagement. 

Impact hoping to 

achieve at the end of 

the three years 

•       Improved staff survey results 

•       Reduced sickness absence rates 

•       Improved WRES and WDES indicators/trends 

•       Improved staff engagement 

•       Reduced staff turnover 



The implementation model to deliver the 

equality objectives includes the four I’s:  

Involvement is fundamental to ensure we 

are not making any decisions without our 

staff, patients, carers and key 

stakeholders 

Intelligence is key to understand data and 

information that we collate and for us to 

identify where there are gaps.  

Influence systems, policies, behaviours 

and attitudes to ensure we are inclusive in 

our approach to service provision and for 

our staff  

Improvement that demonstrates an 

upwards trajectory to improvement and 

sustainability.   

 

Involvement Intelligence 

Influence Improvement 

Implementation Model 



Governance Structure 
At the Royal Free NHS Foundation Trust, 
responsibility for Equality, Diversity and Inclusion is 
split between the Group Chief Nurse and Chief 
People Officer reporting into the People Committee 
and the Group Board.   
 
The Board is ultimately responsible for the 
organisation’s performance on Equality, Diversity and 
Inclusion.  The trust has set up a new Equality, 
Diversity and Inclusion Task Force, chaired by a Non-
Executive Director to oversee and provide strategic 
direction for patient and workforce equality in the 
group. The Task Force will be receiving equality 
performance reports for discussion and scrutiny on a 
regular basis. While the annual equality report will 
continue to be discussed and signed off by the trust 
Board. 
 
The trust has set up Staff Forums for staff and Equal 
Access Groups for service users who have helped 
identify key tasks within these programmes of work 
and this is reported back through the action plan to 
the People Committee. 
 
 

 

Group 
Board 

People 
Committee   

Group 
Executive 
Committee 

Equality, 
Diversity 

and 
Inclusion  
Taskforce 

Staff 
Equality 
Networks 

 

EDI and 
Human Rights 

Workforce 
Working Group 

Equal 
Access 
Groups 

Staff and 
Patient 

Experience 
Groups at 
each site 

Governance 



Assurance and Accountability 

Each of the Equality Objectives will be led by an assigned Senior 

Responsible Officer.  They will report quarterly to the Chief Nurse and 

Chief People Officer on progress made against the equality objectives.  

The Board will receive a six monthly report on progress against the EDI 

framework and Equality Objectives. 



Alignment 

Patients and Carers 

Our patients are at the core of all 

our work and policies and we 

ensure that we continue to build on 

this in all our service designs, 

delivery to improve patient 

experience and outcomes.  We will 

ensure that our priorities will align 

with work at regional and national 

levels to meet the requirements of 

the Long-term Plan.   

Workforce 

Our staff are also a core part to our 

work and policies and we will 

continue to work with our staff 

equality networks to strengthen and 

improve the metrics against the 

equality standards.  We will ensure 

that our priorities will align to the 

London Workforce race Equality 

Standard and the People 

Plan/Promise. 



Further information and links 

Accessible Information Standard 

Equality Delivery System 

Workforce Race Equality Standard 

Workforce Disability Equality Standard 

Gender Pay Gap 

Sexual Orientation Monitoring Standard 

Long-term plan 

People Plan/People promise 

 

https://www.england.nhs.uk/ourwork/accessibleinfo/
https://www.england.nhs.uk/about/equality/equality-hub/eds/
https://www.england.nhs.uk/about/equality/equality-hub/equality-standard/
https://www.england.nhs.uk/about/equality/equality-hub/wdes/
https://www.gov.uk/government/news/uk-gender-pay-gap
https://www.england.nhs.uk/about/equality/equality-hub/sexual-orientation-monitoring-information-standard/
https://www.longtermplan.nhs.uk/
https://www.longtermplan.nhs.uk/
https://www.longtermplan.nhs.uk/
https://www.england.nhs.uk/ournhspeople/


Contact us 

If you would like this information in an alternative format or if you have 

any queries, please contact us by email: 

rf-tr.enquiries-edi@nhs.net  

mailto:rf-tr.enquiries-edi@nhs.net
mailto:rf-tr.enquiries-edi@nhs.net
mailto:rf-tr.enquiries-edi@nhs.net
mailto:rf-tr.enquiries-edi@nhs.net
mailto:rf-tr.enquiries-edi@nhs.net

