
Page 1 of 8 
WRES Annual Report and Action Plan 
28

th
 October 2020 

 

Agenda item: 
 

 
 

Date: 28
th

 October 2020 
 

 
Title: 

 
WDES Annual Report and Action Plan 

 
Prepared by: 

 

Alex Tait - Executive Support Manager 
Rohan Chauhan - Trust Inclusion Lead 
Hannah Foster - Director of People 

 
Presented by: 

 
Hannah Foster - Director of People 

Responsible 
Executive: 

Hannah Foster - Director of People 

Summary: 
The purpose of the report is to inform the board of the results from the recent 
Workforce Disability Equality Standards (WDES) annual collection in addition to 
analysis of WDES data from the National Staff Survey results. 

 
Actions required: 

 

For approval and subsequent publishing on the Trust website (both statutory 
requirements) 

Status (x):  
Decision Approval Discussion Information 

 X   

 
History: 

 

This paper has been reviewed and approved at PWPW prior to coming to the 
Board of Directors. 

Link to strategy/ 
Assurance 
framework: 

 

This report is statutory and required to come to Board. 

 

Monitoring Information Please specify CQC standard numbers 
and  tick other boxes as appropriate 

Care Quality Commission Standards Outcomes  

NHS Improvement  Finance  

Service Development Strategy  Performance Management  

Local Delivery Plan  Business Planning  

Assurance Framework  Complaints  

Equality, diversity, human rights implications assessed  

Other (please specify)   

 
 
 
 
 
 
 
 
 



Page 2 of 8 
WRES Annual Report and Action Plan 
28

th
 October 2020 

1. PURPOSE 

1.1 The purpose of the report is to inform the board of the results from the recent 
Workforce Disability Equality Standards (WDES) annual collection in addition to 
analysis of WDES data from the National Staff Survey results. 

1.2 This paper has been produced in order to obtain approval of the report. 

  

2. BACKGROUND 

2.1 

 

WDES was introduced in 2019 and requires Trusts to compile and submit a 
standard national report of its findings and to demonstrate performance against a 
number of indicators of workforce disability equality, including a specific indicator to 
address the low levels of representation for staff with disabilities at Board level. 

The WDES should ensure that employees who have a disability have equal access 
to career opportunities and receive fair treatment in the workplace and should 
highlight any differences between the experience and treatment of those who 
identify as having a disability verses those who do not with a view to closing those 
gaps through the development and implementation of action plans focused upon 
continuous improvement over time. 

 The data period for the information within the submission was 1st April 2019 – 31st 
March 2020. The submission is split into discreet sections, which are addressed 
beneath the sub-headings below. 

 

2.2 Workforce Data 

The total number of staff employed by the RD&E at 31st March 2020 stood at 9010, 
of which 268 were recorded as having a disability and 2691 having an unknown 
status recorded on ESR.  

This shows that only 70.13% of staff have their disability status recorded on ESR.  
Staff with a disability represent 3% of the total staff population. This is a reduction 
from 4% of the total staff population when this exercise was completed using data 
from 18/19. It should be noted that for new starters, the employees disability status 
is taken from their NHS jobs application and automatically added to ESR. 

This is at variance to the figures recorded from respondents to the Staff Survey, 
where the number of respondents answering yes to the question “do you have any 
physical or mental health conditions, disabilities or illnesses that have lasted or are 
expected to last for 12 months or more?” stood at 19.2%. This is comparable to the 
previous years response of 18.2%, so does not appear to be as a result of the 
smaller sample size. There are a number of reasons why this may be the case, 
these have been listed as follows: 

 

 It is possible that whilst people may have answered yes to the above 
question in the staff survey, members of staff may not consider their 
condition to be a disability, even if it would be treated as so legally. 
 

 People may be more willing to disclose this information, knowing that the 
staff survey is completely anonymous. 
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 People may have developed conditions or disabilities and not updated this 
on their ESR record. 
 

 Applicants may have decided not to declare a disability during recruitment 
which may or may not come from a fear of potential discrimination. The 
option selected will then automatically carry over to ESR unless they 
proactively change it. 
 

 Around 30% of our people have not disclosed their disability status, so it is 
possible that this group of staff contained a higher number of people with 
disabilities. 
 

 The declaration status is likely to represent the status declared when the 
employee first started within the Trust, unless they have proactively made a 
decision to update this status on either a temporary or permanent basis. 
 

 If a person is already managing a long term condition well, they may not see 
a need to declare this on ESR. 

 

2.3 Recruitment 

The data has shown that of the 87 people who were shortlisted, who classified 
themselves as disabled, 18 of these were appointed. This means that 21% were 
taken into employment. 20% of people who identify as not disabled were appointed 
into roles.  

The number of shortlisted applicants with a disability was low; however the 
percentage of people appointed from interview was broadly equal to those without a 
disability indicating that fair interview practices are taking place.  

 

2.4 Capability Process 

The data for those involved in the capability process shows one member of staff 
who has confirmed their status as having a disability, 15 members of staff who have 
confirmed their status as no disability and a further 11 who are registered as 
unknown. Given these very small figures it is difficult to make any useful 
interpretation of the results. 

  

2.5 Workforce Disability Equality Indicators (Staff Survey) 

 

Bullying, harassment or abuse: 

 
Disabled 

Staff 2018 

Non-
Disabled 
staff 2018 

Disabled 
Staff 2019 

Non-
Disabled 
staff 2019 

% of staff who experience 
harassment, bullying or abuse from 
patients, relatives or members of the 

28.7% 22.3% 33.2%  25.2%  
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public 

% of  staff experiencing harassment, 
bullying or abuse from managers  in 
the last 12 months 

14.0% 7.3% 12.0%  6.9%  

% of staff who experience 
harassment, bullying or abuse from 
other colleagues 

25.2% 14.6% 27.9%  14.8%  

 
Whilst the data above shows a favourable improvement in behaviour towards staff by their 
managers, this data also suggests a significant increase in poor behaviour towards both 
disabled and non-disabled staff from patients, relatives and members of the public. 
Disabled people are significantly more likely to experience harassment, bullying or abuse 
than their non-disabled colleagues. 

Equal opportunities with regard to career progression: 

 
Disabled 

Staff 2018 

Non-
Disabled 
staff 2018 

Disabled 
Staff 2019 

Non-
Disabled 
staff 2019 

% of staff who believe their 
organisation provides equal 
opportunity for career progression 

84.4% 91.2% 88.4%  91.1%  

 
The data for staff receiving equal opportunities with regards to career progression shows a 
positive increase for staff with a disability and a slight negative decrease for staff without a 
disability, however a slightly lower proportion of disabled staff still believe that their 
organisation provides equal opportunity for career progression compared to their non-
disabled colleagues. 

The information pulled from ESR for the WDES Annual Collection shows that there is 
underrepresentation of staff (both clinical and non-clinical) with disabilities at higher pay 
bands, with the exception of band 7 non-clinical staff. This indicates that staff with a 
disability may not be progressing through the organisation in the same way our non-
disabled staff do. 

Pressure to come to work: 

 
Disabled 

Staff 2018 

Non-
Disabled 
staff 2018 

Disabled 
Staff 2019 

Non-
Disabled 
staff 2019 

% of staff who felt pressure from their 
manager to come to work, despite 
feeling not well enough to perform 
their duties 

30.8% 20.2% 28.9%  17.6%  

 
The staff survey results show a positive decrease in staff feeling pressure from their line 
manager to come to work, despite feeling not well enough to work. However, there is still a 
significant disparity between staff with a disability and staff without a disability, with a higher 
percentage of staff with a disability experiencing this than staff without. 
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Staff satisfaction with extent work is valued by organisation: 

 
Disabled 

Staff 2018 

Non-
Disabled 
staff 2018 

Disabled 
Staff 2019 

Non-
Disabled 
staff 2019 

% of staff who were satisfied with the 
extent to which the organisation 
values their work 

42.3% 52.9% 44.3%  51.4%  

 

The staff survey results show a positive increase in the percentage of staff with a disability 
that they are satisfied with the extent to which their organisation values their work. This has 
decreased slightly for those without a disability; however, the overall percentage still 
demonstrates a disparity between staff with a disability and staff without, with a lower 
percentage of staff with a disability feeling valued than staff without. 

Adequate adjustments made for staff with a disability: 

  
Disabled 

Staff 2018 

 
Disabled 

Staff 2019 

% of disabled staff who said their 
employer has made adequate 
adjustment(s) to enable them to carry 
out their work 

82.0% 85.0%  

 
The staff survey data shows a positive increase in the percentage of staff who said their 
employer has made adequate adjustment(s) to enable them to carry out their work and as 
a Trust we are performing significantly above average in this metric. 

2.6 Board Voting Membership 

The return shows that the Board voting membership has 6 non-disabled members 
and 7 who are marked as unknown; however it can be confirmed that at least one 
voting member of the board has since declared themselves as having a disability 
and will therefore show in next years’ return. 

  

3. KEY ISSUES AND ACTION 

3.1 There has been an improvement in some areas; however there are a number of key 
issues to be addressed. These are summarised below and an action plan can be 
found in Appendix 1: 

 

3.2 There are very high numbers of staff recorded on the Electronic Staff Record (ESR) 
as disability unknown. This reduces the accuracy of this process and may result in 
us not being able to track improvements accurately. 

 

3.3 There are no members of the Board with a recorded disability; however this does 
not account for any of the staff marked as ‘unknown’ who may have a disability. 
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3.4 

 

There is underrepresentation of staff (both clinical and non-clinical) with disabilities 
at higher pay bands, with the exception of band 7 non-clinical staff. There are no 
disabled members of staff on Agenda for Change above a band 8b throughout the 
Trust and only one member of staff who is in post as a band 8b.  

 

3.5 

 

Due to COVID some actions from last year’s report are still outstanding. These 
actions have been updated and added to and are included Appendix 1. It is 
recommended that these actions are added to the WDES action plan. 

 

4. PROPOSALS 

4.1 It is proposed that the WDES report is accepted and approved for publishing. 

  

5. IMPLICATIONS 

5.1 None identified 

  

6.  RECOMMENDATIONS 

6.1 It is recommended that the WDES report is accepted and approved for publishing. 

  

7. ITEMS TO ESCALATE 

7.1 None identified 
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Appendix 1 

 

WDES Action Plan 
 

Issue Action 

Lower than expected 
disclosure of disability 
status, by staff on 
ESR. 

Communications to all staff, to encourage them to do so. 

Engagement with managers to encourage staff to update their 
disability status on ESR. 

Work with recruitment to have this information entered at the 
point of recruiting new candidates. 

Under-representation 
of staff with disabilities 
at lower bands 

Campaign to make staff at lower bands aware of career 
development support, particularly if the staff member has a 
disability. 

 

Targeted support to be put in place to enable our staff with 
disabilities to progress through the organisation at the same 
rate as our people without a disability. 

Disability inequality in 
the experience of 
bullying and 
harassment. 

 

Inequality in 
perception that the 
Trust values the work 
of staff with 
disabilities. 

 

Inequality in pressure 
to come to work when 
not well enough. 

 

Review our processes for handling reports of bullying, so they 
comply with recommendations in NHS Staff and Learners 
Mental Well-Being Commission (HEE:2019). 

Ensure the following communication programme is included in 
the Inclusion Strategy: 

- produce human interest stories for our intranet on the 
contribution staff with disabilities have made to our 
Trust. 

- encourage challenging of harassment, including 
through the promotion of Courageous Conversations. 

- advertise support available, including career 
progression and mentoring. 

- encourage formal & informal reporting of harassment 
- raise awareness of our Learning Disability strategy 

group   its work and how this links to our “listen (to 
staff)” priority. 

- Consult widely with staff on our WDES report and 
disability equality in general through the setting up of 
our Disability network.  

Embed our existing disability best practice within HR policies, 
especially Attendance Management.  

Ensure the maximum number of triggers for the offer of 
disability-related support. 

Produce and begin implementation of a programme to raise 
awareness of the above and train managers in their use. 
Consider completing this work through the Disability Network, 
once this is established. 

There is no 
representation for staff 

Although no action is necessary for this indicator, we would wish 
to consider taking action as a matter of good practice. 
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with disabilities at 
Board level. 

Our action proposes raising the issue with the Board in order for 
this to be considered for any future recruitment campaigns at 
Board level. 

Members of the Board to review their disability status on ESR to 
ensure transparency and completeness of information. 

The total number of 
staff employed with 
disabilities has 
reduced.  

Add information to HUB to remind managers that all applicants 
who meet the minimum criteria for a role and have ‘two ticks’ 
should be automatically shortlisted as per the Recruitment and 
Selection Policy. 

Campaign to support disabled applicants in applying for 
positions within the Trust. 

We do not currently 
hold any level of 
Disability Confident 
accreditation 

In the first instance we should aim to achieve level 1 Disability 
Confident accreditation. This is ‘Disability Confident Committed’ 
and requires us to commit to 5 disability confident themes The 
themes are as follows and can largely be evidenced already: 

 inclusive and accessible recruitment 

 communicating vacancies 

 offering an interview to disabled people 

 providing reasonable adjustments 

 supporting existing employees 

In addition we need to identify at least one action from a list 
produced by the government that we’ll carry out to make a 
difference to disabled people. 

There are no targeted 
career development 
opportunities for our 
disabled people. 

We offer a wide range of learning and development 
opportunities to our people, but none of these are specifically 
targeted at helping our disabled people to develop their career. 

 

It may be that there are specific training types or coaching / 
mentoring that we could offer to specifically help our people who 
have a disability to progress within the organisation. These 
opportunities should be researched and consideration given to 
implementation. 

When looking at 
joining the 
organisation via the 
new RD&E website, 
there is no section for 
people with 
disabilities. 

Look at adding a page to the ‘join us’ section of the website to 
specifically attract candidates with disabilities. We could talk 
about the guaranteed interview scheme, reasonable 
adjustments and the things we have in place to support disabled 
staff once they are in the organisation. 

 

 


