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1. PURPOSE 

1.1 The Workforce Disability Equality Standard (WDES) has been introduced this year and 
requires Trusts to compile and submit a standard report in order to report its findings as 
defined under the guidelines laid down for WDES 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. 

1.2 The paper has been produced in order to obtain approval of the report.  It has previously 
been reviewed and approved by the Workforce Governance Committee (WGC). 

2. BACKGROUND 

2.1 The Workforce Disability Equality Standard (WDES) has ten indicators, derived from 
routinely collected sources of workforce data. The WDES highlights any differences 
between the experience and treatment of staff with and without disabilities in the NHS 
with a view to closing those gaps through the development and implementation of action 
plans focused upon continuous improvement over time. 

2.2 The period of this report is for 12 months for the FY 2018/19.  An explanation of the ten 
metrics is included at Appendix 1. 

2.3 The draft WDES Report and Action Plan are included at Appendix 2. 

 

3. KEY ISSUES 

3.1 There are eight key themes emerging, as follows. 

3.2 There is under-representation of staff with disabilities at Higher Pay Bands (Bands 3+)    

There are 5% of staff with disabilities at bands 1 & 2, with the  proportion slowly declining 
across the higher bands, to 3%.  

Our action plan proposes making staff aware of career development to all staff with 
disabilities at Bands 1 & 2.  

3.3 Percentage of staff for whom we know their disability status  

We know the disability status for 67% of staff. The national benchmark is that 74%1 of 
staff have declared they either do or do not have a disability. 

This problem is particularly acute for Medical & Dental staff, where we only have this 
information for 42% of staff.  

Our action plan proposes emailing all staff for whom we do not hold this information, 
encouraging them to disclose their disability status. This is being included within the My 
Care ESR data cleansing exercise currently being planned. 

3.4 Over-representation of staff with disabilities in formal capability process. 

Staff with disabilities are 2.49 times more likely than staff without a disability to enter the 
formal capability process. 

                                                
1
 WDES Technical Guidance page 17. 
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Our action plan proposes that we will ensure that the performance management process 
duly identifies staff with disabilities and whether any reasonable adjustments are 
necessary, before formal capability action begins. 

3.5 Disability inequality in the experience of bullying and harassment. 

There are notable equality gaps for staff with disabilities experiencing harassment, 
bullying or abuse, whether from service users, managers, or other colleagues. 

3.6 Feeling pressure from their manager to come to work despite not feeling well enough to 
perform 

20% of staff without disabilities reported feeling this pressure, as opposed to 31% of staff 
with disabilities. 

3.7 Satisfaction with the extent to which the organisation values their work 

53% of staff without disabilities feel satisfied, compared to 42% of staff with disabilities. 

3.8 Engagement score 

The engagement score for staff without disabilities (from the staff survey) is 7.4, whereas 
for staff with disabilities the score is 7.0. 

(Picker, our staff survey data provider, advise that a variation 0.4 or more in this score is 
significant.) 

It should be noted, however, to note that our score for staff with disabilities matches the 
national benchmark for all staff. 

3.9 In order to address the issues noted from 3.5-3.8, our action plan proposes: 

- a review of our processes for handling bullying complaints. 
- a communication programme, to reassure staff with disabilities. 
- ensuring our existing best practice is enshrined at policy level and maximising the 

triggers for the offer of disability-related support. 
- an awareness raising programme for the above.  

3.10 Board representation 

Although a strict reading of our WDES data suggests that no action is necessary for this 
indicator, we would wish to consider taking action as a matter of good practice. 

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

3.11 We have conducted some limited consultation on this report and the action plan, but this 
has not, to date, been successful.  

Fuller consultation, led by our Inclusion Lead, will take place over the next 6 months. 

4. PROPOSALS 

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

5. IMPLICATIONS 

5.1 Nil. 

6.  RECOMMENDATIONS 

6.1  It is recommended that the WDES submission for 2018 is accepted and approved. 

7. ITEMS TO ESCALATE 

7.1 Nil. 
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The NHS Workforce Disability Equality Standard Indicators (2017) 
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Appendix 2 

 

 
Draft WDES (Workforce Disability Equality Standard) Report 
 
Introduction 
For Metric 1 this report is based on locally produced data, where the definitions are slightly 
different from those which are nationally mandated.2   
The final report will use the data supplied nationally for our Trust, which will align with the 
national data definitions. 
The national data is not yet available. 
We are, however, confident that our local data will indicate where issues might lie and where 
action might need to be taken. 
 
Consultation path 
The WDES should be consulted upon with:3 

- Governors and members 
- “Disabled Staff Network” 
- All staff 
- Local community groups including disability groups and “Equality Councils” 
- Patient voice representatives, as patients will ultimately benefit from the effective 

delivery of equality for staff with disabilities.   

This will be managed and delivered by our Inclusion Lead subsequent to approval. 
Regettably, the short timescales between the WDES standards being published and the 
requirement to publish have not allowed for full consultation, as outlined in the standard 
documentation.  This has been recognised by Trusts across the SW and has been escalated 
to the WDES sponsors. 
 
Approval 
The report and action plan require Board approval.   

                                                
2
 The national framework counts those who do not give their disability status as “not having a 

disability” (see Technical Guidance page 14), whereas we exclude them altogether from our 
comparative data. 
3
 Technical Guidance section 8.2, page 21 
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Metric 1 Staff profile (% of staff with a disability by payband) 
We have used our own data, as achieving the split between clinical and non-clinical staff 
demanded by the national process is too difficult to do in a way which will match the data 
due to be produced nationally.  
We will incorporate the nationally produced data for our Trust in our final report.   
Our own data, however, shows under-representation of staff with disabilities at Bands 3 and 
above and under-representation within Medical & Dental. 

Band  

(ESR 2019) 

Having Disability 

Nos. % 

Apprentice * * 

1 18 5% 

2 49 5% 

3 34 4% 

4 17 4% 

5 44 4% 

6 41 4% 

7 14 3% 

8+ * * 

Medical & Dental (non-
consultant) 

* * 

Medical & Dental (Consultants) * * 

Trust
4
 236 4% 

 
The following table illustrates that there is a relatively high proportion of Medical & Dental 
staff for whom we do not hold disability data and that we are, overall, behind the national 
benchmark. 
 

ESR 2019 Medical & Dental staff 
group 

Trust National 

% for which we hold a 
response to disability 
data (includes 
respondents who have 
said they do not want to 
tell us their disability 
status) 

68% 88%  

% disclosing their 
disability status (i.e. 
those who have said 
“yes” or “no” to the 
disability question) 

42% 67% 74%
5
 

 
Actions: 

- Campaign to make staff at Bands 1 & 2 aware of career development support, 
particularly if the staff member has a disability. 

- Contact all staff (via My Care ESR data cleanse)to encourage them to disclose their 
disability status and offering support to those who do.  

                                                
4
 This is the Trust norm, taken from the table in section b. The numerical totals do not match the total 

of the individual figures by Band as not all staff can be classified within the broad pay bands reported 
above.  
5
 WDES Technical Guidance page 17. 
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Metric 2  Likelihood of staff with disabilities being appointed from shortlisting  

Not disabled shortlisted 8,630 

Not disabled appointed 1047 

Probability of appointment 0.121321 

   Disabled shortlisted 445 

Disabled appointed 43 

Probability of appointment 0.096629 

   Indicator 
 

1.26 
 
At this stage, there is no national benchmarking for WDES so we do not know how 
significant a gap this is. 
Our own data analysis, based on the same source data, uses a different method to measure 
the equality gaps.  
It gives an overall equality indicator for staff with disabilities progressing through the 
recruitment process, from application to appointment. 
We define the equality gap as “notable” where the indicator is at or below 80%. 
The results are below: 

NHS Jobs  

(Year to 31 March 2019) 

Overall recruitment equality indicator for staff with disabilities  

RD&E 95% 

National  76% 

 
Action 
From our own benchmarking, we conclude that are better than the national norm, so there is 
no specific action at this stage. 
 
 
Metric 3  Likelihood of staff with disabilities entering the formal capability 

process  
 
Number of staff in workforce:   

non-disabled 6010 
disabled   236 

 
Number of staff entering the formal capability process: 
 non-disabled 10 
 disabled   1 
 
Likelihood of non-disabled staff entering the formal capability process: 
 .0017   (=10/6010) 
 
Likelihood of disabled staff entering the formal capability process: 
 .0042   (=1/236) 
 
Relative likelihood of disabled staff entering the formal capability process compared to non-
disabled staff is therefore: 
  2.49 times greater (=.0042/.0017) 
 
Again, at this stage there are no national benchmarks so we do not know how significant this 
equality gap is, although we are concerned at any equality gap. 
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Action: 
Review the Performance Management Policy to ensure that before any employee enters the 
formal capability process on grounds of performance, there is a routine check to see whether 
the staff member has a disability and, if so, that all reasonable adjustments have been 
considered and/or implemented and are being effective.  
 
 
Metric 4  % of staff with disabilities experiencing harassment, bullying or abuse  
 

i. Experienced bullying or abuse from 

 
RDE   

a. Service users 
Non disabled  22%    
Disabled  29% 

 Equality Indicator 76% 
 

b. Managers 
Non disabled    7% 
Disabled  14% 
Equality indicator 50% 

 
c. Other colleagues 

Non disabled  15% 
Disabled  25% 

 Equality indicator 60% 
 

ii. Reported the last experience 

Non disabled  47% 
Disabled  52% 

 Equality indicator       111% 
 
Action: 
Staff with disabilities are more likely than would be expected to report their experiences of 
bullying. So long as our processes for supporting staff being bullied are working well, then 
they are more likely than non-disabled staff to receive effective support. 
We will also implement a communications programme about disability equality, in line with 
the relaunch of a harmonised Attendance Policy, which will include how to respond to 
incidents of bullying. 
   
 
Metric 5  % of staff with disabilities believing the Trust provides equal 

opportunities for career progression or promotion  
Non disabled  91% 
Disabled  84% 

 Equality indicator 92% 
 
Action: 
This is not a significant equality gap and our results for the associated indicator, based on 
NHS Jobs data (see under Metric 2) for equality in recruitment, is pleasing, so no specific 
action.  
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Metric 6  % of staff with disabilities saying they have felt pressure from their 
manager to come to work despite not feeling well enough to perform 
their duties  

Non disabled  20% 
Disabled  31% 

 Equality indicator 65% 
 
Action: 
Disability-related support tools are being embedded within Trust HR processes, including the 
Attendance Management Policy.  
When this is complete, these processes will be formally communicated to all staff and 
training provided to managers. 
 
 
Metric 7  % of staff with disabilities who are satisfied with the extent the 

organisation values their work 
Non disabled  53% 
Disabled  42% 

 Equality indicator 79% 
 
Action: 
This indicator is reflective of the general engagement of staff with disabilities. 
When we have enshrined our disability best practice in policy tools, we will undertake 
manager training along with a communication exercise aimed at staff with disabilities to 
promote the tools available and communicate that staff with disabilities are valued by the 
Trust. 
 
Metric 8  % of staff with disabilities saying their employer has made adequate 

adjustment(s) to enable them to carry out their work  
 82% (RD&E) 
 73% (National benchmark) 
 
Action: 
No action, as our performance is better than benchmark.  
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Metric 9  Engagement score for staff with disabilities, staff without disabilities 
and the overall Trust score 

 RDE   score for staff with disabilities  7.0 
   score for staff without disabilities 7.4 
   score for all staff   7.3 
 National score for all staff   7.0 
 
We have an equality gap of 0.4 for our staff with disabilities. The provider analysing our staff 
survey results comments that a variation of 0.4 or over on this score is notable.  
It is, however, pleasing that our score for staff with disabilities is on a par with that for overall 
staff engagement on our national benchmark. 
We have been aware for many years that the staff survey shows those with disabilities are 
less satisfied than staff without disabilities and this has led to the Board directed long term 
staff equality objective on disability.  
It is hard to tell how significant the result on this indicator is, without a national benchmark for 
the engagement of staff with disabilities. 
Our actions already mentioned on policy, training and communication will address 
performance on this indicator.   
 
Metric 9  Action taken to facilitate the voices of staff with disabilities being 

heard?  
Yes, action is taken. 
We have a Disability Equality Steering Group which usually meets quarterly. Their most 
significant recent achievement has been to identify that our disability good practice needs to 
be formalised at policy level.  This is currently underway.  Further direction on the 
leadership, work plan and reporting of this group will be directed by the Inclusion Steering 
Group. 
We have also analysed in detail the responses of staff with disabilities within the staff survey, 
to inform our Trust’s equality actions, over the last decade.  

 
 
Metric 10  Board membership 
All Board members vote 
 Voting members 13 6 no 0 disabled 
 Exec     6 3 no 0 disabled 
 
The Trust has 4% of staff with disabilities, which is not a high enough proportion to trigger an 
expectation of there being a Board member with a disability.   
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Appendix 2 
 
WDES Action Plan  
 
 

Issue Action 

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

Communications to all staff as part of the My Care ESR Data 
cleanse, to encourage them to do so. 

Under-representation of 
staff with disabilities at 
Bands 3+. 

Campaign to make staff at Bands 1 & 2 aware of career 
development support, particularly if the staff member has a 
disability. 

 

Over-representation of staff 
with disabilities in formal 
capability process. 

Review the Performance Management Policy to ensure that 
before any employee enters the formal capability process on 
grounds of performance, there is a routine check to see whether 
the staff member has a disability and, if so, that all reasonable 
adjustments have been considered and/or implemented.  

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 no well 
enough. 

 

Equality gap for staff with 
disability, as regards 
engagement scores. 

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 Disability Equality Steering 

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.  

 

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. 

Train managers in their use.  
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There is no representation 
for staff with disabilities at 
Board level.6 

 

 

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

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

 
 

 

 

                                                
6
 Whilst a strict reading of our WDES data suggests no action is necessary, we consider it would be 

good practice to secure representation for staff with disabilities at Board level. 


