
Equality Delivery System for the NHS 
EDS2 Summary Report
Implementation of the Equality Delivery System – EDS2 is a requirement on both NHS commissioners and NHS providers. Organisations are  
encouraged to follow the implementation of EDS2 in accordance with the ‘9 Steps for EDS2 Implementation’ as outlined in the 2013 EDS2 guidance 
document. The document can be found at: http://www.england.nhs.uk/wp-content/uploads/2013/11/eds-nov131.pdf

This EDS2 Summary Report is designed to give an overview of the organisation’s most recent EDS2 implementation. It is recommended that once 
completed, this Summary Report is published on the organisation’s website.

Headline good practice examples of EDS2 outcomes 
(for patients/community/workforce):

Level of stakeholder involvement in EDS2 grading and subsequent actions:

Organisation’s EDS2 lead (name/email):

Organisation’s Board lead for EDS2:

NHS organisation name: Organisation’s Equality Objectives (including duration period):

Publication Gateway Reference Number: 03247



  Date of EDS2 grading                                                             Date of next EDS2 grading           

Goal Outcome  Grade and reasons for rating
Outcome links 
to an Equality 

Objective
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1.1

Services are commissioned, procured, designed and delivered to meet the health needs of 
local communities

 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating

1.2

Individual people’s health needs are assessed and met in appropriate and effective ways
 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating

1.3

Transitions from one service to another, for people on care pathways, are made smoothly 
with everyone well-informed

 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating
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Outcome links 
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Objective
B

et
te

r 
h

ea
lt

h
 o

u
tc

o
m

es
, c

o
n

ti
n

u
ed

1.4

When people use NHS services their safety is prioritised and they are free from mistakes, 
mistreatment and abuse

 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating

1.5

Screening, vaccination and other health promotion services reach and benefit all local 
communities

 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating
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2.1

People, carers and communities can readily access hospital, community health or primary 
care services and should not be denied access on unreasonable grounds

 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating



Goal Outcome  Grade and reasons for rating
Outcome links 
to an Equality 

Objective
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People are informed and supported to be as involved as they wish to be in decisions 
about their care

 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating

2.3

People report positive experiences of the NHS
 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating

2.4

People’s complaints about services are handled respectfully and efficiently
 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating



Goal Outcome  Grade and reasons for rating
Outcome links 
to an Equality 

Objective
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Fair NHS recruitment and selection processes lead to a more representative workforce  
at all levels

 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating

3.2

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

 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating

3.3

Training and development opportunities are taken up and positively evaluated by all staff 
 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating



Goal Outcome  Grade and reasons for rating
Outcome links 
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When at work, staff are free from abuse, harassment, bullying and violence from any source
 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating

3.5

Flexible working options are available to all staff consistent with the needs of the service 
and the way people lead their lives

 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating

3.6

Staff report positive experiences of their membership of the workforce
 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating



Goal Outcome  Grade and reasons for rating
Outcome links 
to an Equality 
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4.1

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

 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating

4.2

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

 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating

4.3

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

 Grade

Undeveloped

Developing

Achieving

Excelling

 Which protected characteristics fare well

Age

Disability

Gender  
reassignment

Marriage and  
civil partnership

Pregnancy and maternity

Race

Religion or belief

Sex

Sexual orientation

  Evidence drawn upon for rating


	P1 text 5: 1. Re-establish the Equality, Diversity and Inclusion Steering Group to provide a strategic overview on equality and diversity matters for patients and employees within the Trust. This group will pull together the various strands of the equality and diversity agenda in relation to patient experience and staff engagement, incl: EDS2, WRES, Gender Pay Gap Report, LGBT+ forum, Disability Confident Forum etc.

2. Develop an action plan for the Equality, Diversity and Inclusion Steering Group to ensure that the Trust is able to close the identified gaps identified in this report.

3. Identify whether the workforce wishes to have employee forums for; Gender, Age, Ethnic Origin, Religion/Belief, and Disability

4. For the Diversity and Inclusion Steering Group to ensure that WRES action plans are reviewed alongside the wider staff survey action plans where some of these issues are already being picked up.  This will ensure that actions are embedded into normal practice and would help improve the Trust positon.

5. To publish action plans following approval by the Workforce Board on the Trust’s public internet site according to NHS England requirements.

6. The Diversity and Inclusion Steering Group to monitor the implementation of the WRES action plan and ensuring that progress is made in the required areas.

	P1 text 6: Patients/Community:

- Patient surveys
- Operation of the Duty of Candor with minimal breaches
- Promotion of the power of attorney process for appropriate patients
- 'Stay with Me' campaign
- Encouragement of family and carer involvement with the discharge process
- Establishment of the Learning Disability steering group
- Jehovah's Witness Hospital Liason committee offer support to Drs and other medical staff to care for Jehovahs Witness patients and their families. 
- Families who lose a baby before 24 weeks gestation have the choice of a funeral which fits with their religious beliefs and are supported to achieve this.

Workforce:

- The Trust's Staff Survey results for 2018 highlight a reduction in BAME experiencing abuse, harassment, bullying and violence.
- The Trust is a Disability Confident Employer and offers a guaranteed interview scheme for candidates with disabilities.
- A Flexible Working Support Group has been established to identify how this process can be improved within the Trust. 
- A new flexible working policy has been implemented, which removes the 26 week service criteria previous required for employees wishing to apply for Flexible Working. Further to this, the new policy ensures that every Flexible Working application is logged and managed through a formal process (rather than being agreed informally, as per previous policies) to ensure fairness of process.
- The Trust has implemented an Employee Relations Case Tracker System, which allows for better oversight and reporting on all employee relations cases and the ability report on diversity metrics.
- Employee Networks have been introduced to provide a voice to the workforce, allowing employees to create a conversation around the issues faced by specific groups with a view to guiding the organisation in improving the experiences of employees. 
	P1 text 4: Claira Ferreira, Complaints and Patient Experience Lead, Milton Keynes Clinical Commissioning Group

Michaela Tait, Patient Experience & Engagement Manager, MKUH

Thomas Dunckley, HR Business Partner and Workforce Equality Diversity and Inclusion Lead.

	P1 text 3: Danielle Petch (danielle.petch@mkuh.nhs.uk)
	P1 text 2: 
	P1 text 1: Milton Keynes University Hospital NHS Foundation Trust
	1: 
	1 check box 4: Yes
	1 check box 51: Yes
	1 check box 62: Yes
	1 check box 93: Yes
	1 check box 84: Yes
	1 check box 105: Yes
	1 check box 136: Yes
	1 check box 127: Yes
	1 check box 118: Yes
	1 check box 169: Yes
	1 check box 1510: Yes
	1 check box 1411: Yes
	1 check box 1912: Yes
	1 check box 1813: Yes
	1 check box 1714: Yes
	1 check box 2215: Yes
	1 check box 2116: Yes
	1 check box 2017: Yes

	Radio Button 1: Off
	Check Box 11: Yes
	Check Box 12: Yes
	Check Box 13: Yes
	Check Box 14: Yes
	Check Box 15: Yes
	Check Box 16: Off
	Check Box 17: Yes
	Check Box 18: Yes
	Check Box 19: Yes
	P2 text field 6: Religion and belief not captured when someone is admitted to the hospital and therefore the service is not commissioned on the basis of the wider population. 

	Radio Button 2: Choice3
	Check Box 20: Yes
	Check Box 21: Yes
	Check Box 22: Yes
	Check Box 23: Yes
	Check Box 24: Yes
	Check Box 25: Off
	Check Box 26: Yes
	Check Box 27: Yes
	Check Box 28: Yes
	P2 text field 7: When an individual is admitted to the hospital they are not being asked about what their beliefs are and therefore their beliefs are not met. 
	Radio Button 3: Choice2
	Check Box 29: Off
	Check Box 30: Off
	Check Box 31: Off
	Check Box 32: Off
	Check Box 33: Off
	Check Box 34: Off
	Check Box 35: Off
	Check Box 36: Off
	Check Box 37: Off
	P2 text field 8: No relation to religion or belief.
	Month1: [December]
	Year1: [2019]
	Month2: [December]
	Year2: [2020]
	Radio Button 4: Choice3
	Check Box 56: Yes
	Check Box 57: Yes
	Check Box 58: Yes
	Check Box 59: Yes
	Check Box 60: Yes
	Check Box 61: Yes
	Check Box 62: Yes
	Check Box 63: Yes
	Check Box 64: Yes
	P2 text field 11: Nothing to contribute as far as religion and belief.
	Radio Button 5: Choice4
	Check Box 47: Yes
	Check Box 48: Yes
	Check Box 49: Yes
	Check Box 50: Yes
	Check Box 51: Yes
	Check Box 52: Yes
	Check Box 53: Yes
	Check Box 54: Yes
	Check Box 55: Yes
	P2 text field 10: Nothing to contribute as far as religion and belief.
	Radio Button 6: Choice4
	Check Box 65: Yes
	Check Box 66: Yes
	Check Box 67: Yes
	Check Box 68: Yes
	Check Box 69: Yes
	Check Box 70: Yes
	Check Box 71: Yes
	Check Box 72: Yes
	Check Box 73: Yes
	P2 text field 12: Nothing to contribute as far as religion and belief. Not recording religious beliefs so can't evidence this. 
	Radio Button 7: Choice3
	Check Box 92: Yes
	Check Box 93: Yes
	Check Box 94: Off
	Check Box 95: Yes
	Check Box 96: Yes
	Check Box 97: Yes
	Check Box 98: Yes
	Check Box 99: Yes
	Check Box 100: Yes
	P2 text field 15: Patient surveys
Operation of the Duty of Candor with minimal breaches
Promotion of the power of attorney process for appropriate patients
'Stay with Me' campaign
Encouragement of family and carer involvement with the discharge process
Establishment of the Learning Disability steering group
Jehovah's Witness Hospital Liason committee offer support to Drs and other medical staff to care for Jehovahs Witness patients and their families. 
Families who lose a baby before 24 weeks gestation have the choice of a funeral which fits with their religious beliefs and are supported to achieve this.
	Radio Button 8: Choice4
	Check Box 83: Yes
	Check Box 84: Yes
	Check Box 85: Yes
	Check Box 86: Yes
	Check Box 87: Yes
	Check Box 88: Yes
	Check Box 89: Yes
	Check Box 90: Yes
	Check Box 91: Yes
	P2 text field 14: Nothing to imput as far as religion and belief.
	Radio Button 9: Choice4
	Check Box 74: Yes
	Check Box 75: Yes
	Check Box 76: Yes
	Check Box 77: Yes
	Check Box 78: Yes
	Check Box 79: Yes
	Check Box 80: Yes
	Check Box 81: Yes
	Check Box 82: Yes
	P2 text field 13: Nothing to input as far as religion and belief - not recorded to prove that those with different beliefs are treated equally. 
	Radio Button 10: Choice3
	Check Box 119: Yes
	Check Box 120: Yes
	Check Box 121: Yes
	Check Box 122: Off
	Check Box 123: Yes
	Check Box 124: Yes
	Check Box 125: Yes
	Check Box 126: Yes
	Check Box 1010: Yes
	P2 text field 18: When reviewing the Trust's equality data, we are able to establish that 26% of employees within the Trust are from a BAME background, which is comparative to the wider community, in which, 23% of people are identified as BAME.

The Trust has a blind shortlisting programme in place. This means that line managers base their shortlisting decisions during the recruitment process solely on the experience, skills and knowledge of applicants, and do not see their name or background.

Those who identify as disabled during the application process are guaranteed an interview and further to this, managers are prompted to investigage what possible reasonable adjustments should be made during the selection process to ensure that disabled candidates are put at detriment.

The Trust also undertakes community outreach to attract applications from harder to reach groups within the local area.
	Radio Button 11: Choice3
	Check Box 110: Yes
	Check Box 111: Yes
	Check Box 112: Yes
	Check Box 113: Yes
	Check Box 114: Yes
	Check Box 115: Yes
	Check Box 116: Yes
	Check Box 117: Yes
	Check Box 118: Yes
	P2 text field 17: The Trust operates in accordance with national NHS terms and conditions.
	Radio Button 12: Choice3
	Check Box 101: Yes
	Check Box 102: Yes
	Check Box 103: Yes
	Check Box 104: Yes
	Check Box 105: Yes
	Check Box 106: Yes
	Check Box 107: Yes
	Check Box 108: Yes
	Check Box 109: Yes
	P2 text field 16: All employees undergo equality and diversity training as part of statutory and mandatory training. This training provides an outline of the protected characteristics and types of discrimination, but also identifies how employees can raise complaints in the event that they face/witness discrimination.

In addition, any employee can apply for extra non-mandatory training. The likeliehood of of White employess and BAME employees acessing non-mandatory training is comparable.

The Trust produces a WRES and WDES report annually.
	Radio Button 13: Choice2
	Check Box 136: Yes
	Check Box 137: Yes
	Check Box 138: Yes
	Check Box 139: Off
	Check Box 140: Yes
	Check Box 141: Off
	Check Box 142: Yes
	Check Box 143: Off
	Check Box 1020: Yes
	P2 text field 21: The Trust's Staff Survey results for 2018 highlight a reduction in BAME experiencing abuse, harassment, bullying and violence. In the past, this employee group had been more likely to experience abuse etc. however, the latest results show that this is comparable with White employees.

For Disabled employees, compared with Non-Disabled employees, the Staff Survey results have highlighted that those with a disability are more likely to experience abuse etc. whilst within the workplace.

Overall, this is a developing area for the Trust and the Workforce Team in collaboration with Staff Health & Wellbeing are investigating interventions to reduce the number of employee's experiencing abuse, harassment, bullying and violence.
	Radio Button 14: Choice3
	Check Box 127: Yes
	Check Box 128: Yes
	Check Box 129: Yes
	Check Box 130: Yes
	Check Box 131: Yes
	Check Box 132: Yes
	Check Box 133: Yes
	Check Box 134: Yes
	Check Box 135: Yes
	P2 text field 20: The Trust has undertaken a significant amount of work in reference to Flexible Working and this work is ongoing.

A Flexible Working Support Group was established to identify how this process can be improved within the Trust. A new policy has been implemented, which removes the 26 week service criteria previous required for employees wishing to apply for Flexible Working. Further to this, the new policy ensures that every Flexible Working application is logged and managed through a formal process (rather than being agreed informally, as per previous policies) to ensure fairness of process.

The Trust has implemented an Employee Relations Case Tracker System, which allows for better oversight and reporting on all employee relations cases. This system allows the Trust to report on all Flexible Working cases going forward - identifying which cases were agreed, which were refused, and splitting this by protected characteristis. This means that the Trust will be able to better understand whether Flexible Working arrangements are being agreed equitably.

The Trust continues to engage with the Flexible Working Group to develop its offering.

In reference to different religious groups, Muslim employees are given encouragement to work flexibly to support prayers during holy month of Ramadan. 
	Radio Button 15: Choice3
	Check Box 1011: Yes
	Check Box 1012: Yes
	Check Box 1013: Yes
	Check Box 1014: Yes
	Check Box 1015: Yes
	Check Box 1016: Yes
	Check Box 1017: Yes
	Check Box 1018: Yes
	Check Box 1019: Yes
	P2 text field 19: The 2018 Staff Survey responses for questions related to employee engagement are above the national average. For example, 61.1% of respondents stated that they look forward going to work (avg. 59.3%), 76.5% of respondents stated that they are enthusiastic about their job (avg. 74.8%), and 77.2% of respondents stated that time passes quickly when they are at work (avg. 76.8%).


For Q1 of 2019/2020 the results of the Staff Friends & Family test are positive. 80% of respondents are likely to recommend the Trust if they were to need care or treatment, and 69% of respondents are likely to recommend the Trust as a place to work.
	Radio Button 16: Choice3
	Check Box 153: Yes
	Check Box 154: Yes
	Check Box 155: Yes
	Check Box 156: Yes
	Check Box 157: Yes
	Check Box 158: Yes
	Check Box 159: Yes
	Check Box 160: Yes
	Check Box 1030: Yes
	P2 text field 24: The Trust enages in the NHS Improvement NExT Director scheme.

Mental health training has been provided for and accepted by the Board.

The Workforce and Development Assurance Committee, a Board level committee, scrutinises and challenges equality and diversity reports at each meeting.

A Non-Executive Director and a publicly elected Governor sit on the Learning Disability Steering Group

For each of the Trust's Employee Networks, an Executive is encouraged to take the role of Executive Sponsor. For example, the Director of Corporate Affairs is the Executive Sponsor for Pride @ MKUH, the Trust's LGBT+ Forum, which allows for the voice of those in the network to reach the highest levels of the organisation.
	Radio Button 17: Choice3
	Check Box 144: Yes
	Check Box 145: Yes
	Check Box 146: Yes
	Check Box 147: Yes
	Check Box 148: Yes
	Check Box 149: Yes
	Check Box 150: Yes
	Check Box 151: Yes
	Check Box 152: Yes
	P2 text field 23: Every Board and Board Committee paper receives an equality impact assessment (a process which is consistently applied across much of the Trust's paperwork, incl. policy documents etc.)

Papers to the Council of Governors also ensure an inclusive approach.
	Radio Button 18: Choice3
	Check Box 1021: Yes
	Check Box 1022: Yes
	Check Box 1023: Yes
	Check Box 1024: Yes
	Check Box 1025: Yes
	Check Box 1026: Yes
	Check Box 1027: Yes
	Check Box 1028: Yes
	Check Box 1029: Yes
	P2 text field 22: The Trust employs a vast and diverse workforce that is representative of the local community.

Employee Networks have been introduced to provide a voice to the workforce, allowing employees to create a conversation around the issues faced by specific groups with a view to guiding the organisation in improving the experiences of employees. 

Equality and diversity training is provided for all staff and line managers receive training on how to deal with HR processes (disciplinary, sickness absence etc.) and this training will cover any potential equality issues, guiding managers how to implement these policies in a fair and equitable manner.

The Trust's Employee Relations Team, which consists of HR Business Partners, HR Advisors and an HR Officer, help oversee any local issues, providing specific guidance to managers when engaging with employees regading employee relations matters. Furthermore, the HR Business Partners regularly review the employee relations activity in their area, ensuring that it is progressing in a timely and fair manner.
Support has been provided to enable managers to release their Muslim staff for Ramadan.
The Trust Chaplain is active in promoting cultural and religious awareness across the organisation. 


