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Sefyllfa/ Situation

This report provides an update on the progress of establishing an Equality, Diversity and
Inclusion (EDI) Task Force, which was agreed following discussion at the Board Seminar
session in December 2024.

Cefndir / Background

Each year, the Health Board publishes a Strategic Equality Plan (SEP) Annual Report,
alongside reports on Workforce Equality data and Pay Gap data. These reports are scrutinised
by the People, Organisational Development and Culture Committee (PODCC), which then
recommends their publication to Board. The reports for the financial year 2023/24 were
presented to Board in September 2024 and, whilst approved for publication, the Chair asked for
a specific session to be arranged to enable further review and consideration of the data, and
the implications for the Health Board’s work.

A Board seminar (development session) took place in December 2024. During the session a
‘call to action’ was issued to Board members and the importance of recognising the systemic
nature of inequalities and intersectionality were highlighted, with an emphasis on the Health
Board’s performance in this area. Themes captured in the SEP Annual Report were explored
and data on gender, discrimination, race and disability was presented to the Board members to
paint a picture of the issues occurring across the Health Board. This data was further supported
by comments and reflections from individuals with lived experience through the presentation of
case studies. The case studies used were powerful and generated some difficult conversations
but raised the status of the critical issues that need to be addressed for the organisation to
grow.

A direct outcome of the Board Seminar was an agreement to create an Equality, Diversity and
Inclusion Task Force to progress this work, led by Anna Lewis, Independent Member, which
will report to PODCC.
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Asesiad / Assessment

During January and February 2025, discussions took place with the Independent Member who
will be overseeing this work on behalf of the Board, to plan the initial meeting of the EDI Task
Force. It was agreed that the Task Force will take a Theory of Change approach, with the
support of the Health Board’s Quality Improvement team. The Task Force aims to accelerate
work to eliminate discrimination and foster an inclusive and equitable environment within our
organisation, ensuring that every voice is heard and respected, and we all have a sense of
belonging. Based on the above, Terms of Reference were developed and submitted to
PODCC for approval at their meeting on 27 May 2025.

The first meeting of the Task Force took place on 10 April 2025 and was attended by two
Independent Members, three Executive Directors, one staff side representative and nine senior
leaders from across the organisation. The session was facilitated by members of the Quality
Improvement team using a Theory of Change methodology, which is illustrated in the
infographic below.

THEORY OF CHANGE

The discussions led to the development of a fishbone diagram, and a report summarising the
outputs of the first meeting is being prepared. There was agreement that greater
representation is needed on the Task Force, and further engagement from staff across the
organisation in order to be able to implement meaningful change. It was agreed that the actions
and priorities identified by the Task Force to eliminate discrimination and foster an inclusive and
equitable environment, need to be co-produced with staff, therefore methods such as the ‘Big
Conversation’ will be used to engage with staff and empower them to lead and participate in
this work.

Another vehicle to achieve wider engagement will be through the Clinical Care Groups,
recognising their important role representing operational services. It was agreed that the
Workforce Culture team will provide a specific report to each Directorate/Clinical Care Group
summarising the results of the 2024 NHS Wales staff survey and will be asked to identify and
prioritise 3 key actions that will respond to the survey results and to nominate a representative
to join the Task Force.

A second workshop session of the Task Force is planned to take place before the end of June
2025. It is anticipated further discussions during this session and use of the Theory of Change
approach will help to identify actions which could be taken forward by a project group, and a
place has been held on the next Enabling Quality Improvement in Practice (EQIiP) cohort to
support the achievement of this ambition.
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Argymhelliad / Recommendation

The Board is asked to RECEIVE ASSURANCE that work requested by the Board is
progressing and SUPPORT the work of the Equality, Diversity and Inclusion (EDI) Taskforce.

Amcanion: (rhaid cwblhau)
Objectives: (must be completed)

N/A

6. Person-Centred

2. Culture and valuing people

1. Striving teams

Not Applicable

10. Not Applicable

Gwybodaeth Ychwanegol:

Further Information:

Equality Act 2010

e Public Sector Equality Duties (Wales) 2011

e |s Wales Fairer (2023) — Equality and Human Rights
Commission

Included within the document

N/A
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https://nhswales365.sharepoint.com/sites/HDD_Nursing-assurance-and-safety/SitePages/Quality-and-Engagement-Act.aspx
https://nhswales365.sharepoint.com/sites/HDD_Nursing-assurance-and-safety/SitePages/Quality-and-Engagement-Act.aspx
https://nhswales365.sharepoint.com/sites/HDD_Nursing-assurance-and-safety/SitePages/Quality-and-Engagement-Act.aspx
https://nhswales365.sharepoint.com/sites/HDD_Nursing-assurance-and-safety/SitePages/Quality-and-Engagement-Act.aspx
https://hduhb.nhs.wales/about-us/governance-arrangements/the-well-being-of-future-generations-wales-act/well-being-of-future-generations-act-links-and-documents/wfga-annual-report-2021-22/
https://hduhb.nhs.wales/about-us/governance-arrangements/the-well-being-of-future-generations-wales-act/well-being-of-future-generations-act-links-and-documents/wfga-annual-report-2021-22/

Effaith: (rhaid cwblhau)
Impact: (must be completed)

A Financial Impact Assessment has not been
undertaken as this an update report.

There is evidence to show that protected groups do
experience disadvantage at all stages relating to the
planning, development and delivery of public sector
services.

The development of realistic and deliverable objectives
set through an equality lens and underpinned by
human rights principles, and positive progress against
those objectives, will improve the quality of services
delivered and patient care, not just for protected groups
but for the whole population.

There is evidence to show that protected groups do
experience disadvantage when seeking employment
and during their careers. Embedding equality
considerations aligned to the Health Board’s values
and proactively taking action will result in recruitment
and retention of a diverse workforce, increasing staff
knowledge and breaking down barriers faced by
protected groups.

Challenges from staff or the public in relation equality
and human rights can result in financial and
reputational damage to the Health Board.

Breaches of compliance with the duties of the Equality
Act 2010 risks the issue of a letter of non-compliance
by the Equality and Human Rights Commission and
legal challenges through judicial review and
employment tribunals.

Non-compliance with Equality Act 20210 duties as well
as experience of discrimination could result in both
legal and reputational damage to the organisation.

N/A

An Equality Impact Assessment has not been
undertaken as this an update report.
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