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Executive summary 
 
The Royal Free London NHS Foundation Trust is committed to implementing the Workforce 
Disability Equality Standard (WDES). This is a new requirement on all NHS providers and 
part of the standard NHS contract since 1st April 2019. The WDES is a data- based equality 
standard that intends to use a series of metrics to measure the experiences of disabled staff 
across the NHS for the first time in its history and put action in place to address findings.  
 
The workforce data set out in this report covers the financial year 2018/19 as required by 
NHS England guidance and the first year of collating Trust WDES data. This will serve as 
baseline information upon which future trends will be measured and reviewed. There are ten 
metrics mandated in WDES, all sourced from the Trust’s existing data i.e. recruitment data 
set, overall workforce electronic staff record (ESR), NHS Staff survey and workforce 
intelligence from staff networks.  
 
The ten metrics have been informed by research led by the WDES Steering Group (NHS 
England), conducted by both Middlesex University and Bedford University in collaboration 
with the Disability Rights UK on behalf of NHS Employers in 2015 - 2018. These ten metrics 
were designed and developed through a lot of involvement with disabled staff in the NHS, 
equality and human resource leads, trade unions and key leaders in the NHS. The ten 
metrics were piloted by 13 NHS Trusts, and the feedback was used to inform further 6 
regional engagement events and online survey. The ten metrics have now been approved by 
the Equality and Diversity Council (EDC), and implementation is overseen by NHS England. 
 
The key objective of the Trust is to close the gaps identified in the ten WDES indicators. The 
Trust is aware that less than 2% (171) of RFL staff have disclosed that they have a disability 
on the electronic staff record (ESR). However, in the recent 2018 NHS staff survey 
(anonymous) 405 staff said that they have a disability which indicates there is a gap between 
the actual numbers of staff who classify themselves as having a disability openly on ESR 
and those who prefer anonymity. 
 
Increasing the declaration rate for staff who have a disability underpins the work of WDES in 
order to ensure disabled staff are able to have a conversation about their disability with their 
line manager, discuss any adjustments that may be required and seek further support from 
the Occupational Health and Wellbeing Centre, where needed.  
 
It is also a fact that some staff are worried about disclosing that they have a disability or a 
medical condition as they feel it has nothing to do with their ability to do their job. To help 
staff to update their disability status via self-service ESR, a step-by-step guide has been 
developed and support surgeries for staff to get help are being developed in conjunction with 
the “ability @ the free network”.  
 
The staff network has been in place for two years and provides a supportive and confidential 
space for staff with disabilities to come together to share ideas and best practice, and raise 
awareness of a wide range of support networks available to staff at work.  
 
In the coming months we will be developing staff campaigns around the benefits of disability 
declaration to improve the Trust’s disability data sets which would inherently help to move 
the culture of openness forward and remove the stigma attached to disability in order for  
staff to get the help they need.  
 
 
David Grantham 
Chief People Officer 
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1.0 Workforce disability – setting the scene 
 
WDES is based on a social model of disability which recognises that disabled staff 
face significant social barriers at work and in the rest of the society because 
individuals tend to have the assumptions that a disabled person cannot generally 
perform a task or role as competently as a non-disabled person.  
 
Removing these societal barriers as well as at work enables disabled staff to have 
choice, more control over their work and creates a work environment that offers 
equality and inclusion. Therefore understanding that most staff disability status 
declarations may not be made at the beginning of a recruitment process as disabled 
applicants may want to avoid the assumptions of been seen as not been competent.  
 
WDES provides a framework for Trusts to start seeing disabled staff as an asset that 
provides a positive impact in the workplace. This essentially requires a culture 
change that enables disabled staff to feel comfortable to disclose their disability 
status and be able to speak openly about their disability at work. 
 
This is a journey the NHS and Trusts are embarking on to recognise that disability 
can affect any staff at any point in their career and its everyone’s business to 
improve the disabled staff experiences especially as an healthcare provider working 
with the vast majority of disabled people in the society.  
 
1.1. Overall workforce disability profile  
 
As at 31st March 2019, the overall Trust workforce accounts for 9,645. 

 There are 171 staff declared on ESR that they had a disability, accounting for 
1.77% of the overall workforce. 
 

 A total of 7,687 staff (79.70%) indicated that they don’t have a disability. 
  

 A total of 1,787 staff (18.5%) declare “unknown”, this group comprises of 
those who may not want to disclose their disability, those who may not be 
sure if they have a disability or not, and those who may have a disability now 
but did not have it when they joined the Trust or do not have a disability but 
have not indicated ‘No’ when the question was posed. . 

 

The pie chart 1 below shows that across the Trust, majority of staff declared that 
they don’t have a disability at 79.70%, however, there is a large proportion of staff 
not stating “Yes or No” at 18%, while those disclosing are 1.77%. 
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Pie Chart 1 – overall workforce disability profile 

 
 
2.0 Summary of the Pay bands where Disabled staff have disclosed disability 
and not declared  
 
With NHS jobs, when applicants apply for a job they complete their equality 
monitoring form which is separate from the recruitment process, once they tick “Yes” 
to the disability question, the application form will register “two-ticks” on it alerting the 
recruiting manager and the recruitment team to the fact that the applicant has a 
disability. This enables them to contact the applicant to find out if they require any 
reasonable adjustments if they are shortlisted for an interview.  
 
Once an applicant is successful and starts work in the Trust their disability status is 
pulled into the Trust’s electronic staff record (ESR). It is also a fact that staff may 
develop a disability during employment and most are not aware that they can go 
back to update their disability status via self-service ESR. This is one of the reasons 
why there are a lot of “unknowns”.  
 
In addition, there is also a culture of not disclosing disability for fear of impact on 
fitness to practice as well as applicants sometimes believing disclosing disability can 
be a barrier to getting a job so they will rather not disclose. 
 
To reduce the number of “unknowns” the Trust has developed a step-by-step guide 
for staff to use to update their disability status on self-service ESR. This requires a 
targeted approach over the next 12 months to reassure staff of the benefits to be 
gained from disclosing their disability status. Further work on showcasing staff and 
managers who have disclosed their disability and as a result received adequate 
adjustments at work will be needed as part of Trust’s communication.  
 
Table 1 below shows how disability is distributed across the 7 band/grade clusters. 
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Table 1- Summary of staff pay bands with disclosed disability status and 
“unknowns” 

Pay Bands  
 

Total Number of Disabled 
staff  

“Unknown” 

Cluster 1 - Pay bands 2, 3 
and 4 

49 581 (2nd highest) 

Cluster 2 – Pay bands 5, 6, 
and 7 

93 753 (highest) 

Cluster 3 – Pay bands 8a 
and 8b 

8 119 

Cluster 4 – Pay bands 8c, 
8d, 9 and very senior 
managers including 
executive board members  

4  38 

Cluster 5 – Medical and 
Dental staff, consultants 

2 241 (3rd highest) 

Cluster 6 – Medical and 
Dental staff, Non – 
consultant career grade  

0 34 

Cluster 7 – Medical and 
Dental staff, Medical and 
dental trainee grades  

15 21 

Total  171 1787 
 

 
3.0 Workforce Disability Equality Standard Metrics (WDES) metric 1  
 
There are ten WDES metrics in total for the Trust to measure and compare the 
reported outcomes and experiences of disabled and non-disabled staff in the Trust. 
This data is sourced from the 2018/19 financial year and the Trust is required to 
publish by 1st August 2019 with action plans to address the differences highlighted. 
 
 
3.1 WDES Metric 1  
 
WDES metric 1 requires the Trust to measure the percentage of staff in Agenda for 
Change (AfC) pay bands or medical and dental pay bands and very senior managers 
(including Executive Board members) compared with the percentage of staff in 
overall workforce, i.e. disabled and non-disabled in 7 clusters. The full details of the 
7 clusters are set out below in line with WDES guidance. 
 
3.1.2 Cluster 1: AfC Pay Band 1, 2, 3 and 4 
 
There are no staff in pay band 1 in the Trust and the total number of staff in this 
cluster is 2,837, out of which the non-disabled staff is 2207 (77.79%). The total 
number of disabled staff in this cluster is 49 (1.73%) and the “unknown” accounts for 
581(17%), this cluster has the second highest number of “unknown”. 
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Communicating the importance of disclosure of disability status to staff in these pay 
bands requires more face-to-face staff engagement as they are less likely to use 
electronic channels to view Trust information. There is a need to have more staff 
meetings where line managers can be supported to discuss adequate adjustments 
and re-assure staff to disclose their disability status and to update where staff do not 
have a disability to a “No” thereby reducing the “unknowns”. Please see details in pie 
chart 2 below. 
 
Pie chart 2 – Cluster 1 

 
 
 
 
3.3 Cluster 2: AfC Pay Band 5, 6, and 7 
 
The total number of staff in this cluster is 4,384, out of which the non-disabled staff is 
3,538 (80.47%). The total number of disabled staff in this cluster is 93 (2.12%) and 
the “unknown” accounts for 753 (17.18%), this cluster has the highest number of 
“unknown”. 
 
Targeted communication approach to disclose disability status, same as cluster 1 is 
required to reduce the numbers in unknown. Setting up surgeries on the wards and 
departments taking into consideration staff release and time constraints, working 
with the Matrons, ward managers and junior sisters as well as line managers in 
departments to help staff with updating their status voluntarily is an area for future 
priorities. Please see details in pie chart 3 below. 
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Pie chart 3 – Cluster 2 
 

 
 
 
3.4 Cluster 3: AfC Pay Band 8a, and 8b 
 
The total number of staff in this cluster is 562, out of which the non-disabled staff is 
435 (77.4%). The total number of disabled staff in this cluster is 8 (1.42%) and the 
“unknown” accounts for 119 (21.17%).  
 
These are managers in the organisation where a role modelling approach to disclose 
disability status using human stories to demonstrate where adequate adjustments 
have been made to help them will empower other staff within the “unknown” group to 
consider disclosing their disability. Developing Disabled staff allies amongst 
managers to help create the much needed capacity and support in releasing staff to 
attend the staff network meetings and also participate in developing solutions to 
improve Disabled staff experience in the Trust. Please see details in pie chart 4 
below. 
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Pie chart 4 – Cluster 3 

 
 
 
3.5 Cluster 4: AfC Pay Band 8c, 8d, 9 and Very Senior Managers (including 
Executive Board members) 
 
The total number of staff in this cluster is 170, out of which the non-disabled staff is 
128 (75.29%). The total number of disabled staff in this cluster is 4 (2.35%) and the 
“unknown” accounts for 38 (22.35%).  
 
These are senior managers in the organisation who would need to be approached to 
champion the disclosure culture and also help to encourage other staff of the 
benefits of disclosure while working to change the culture to become more open to 
discuss the experiences of Disabled staff, and focus on ability. Please see details in 
pie chart 5 below. 
 
Pie chart 5 – Cluster 4 
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3.6 Cluster 5: Medical and Dental staff, Consultants  
 
The total number of staff in this cluster is 709, out of which the non-disabled staff is 
466 (65.73%). The total number of disabled staff in this cluster is 2 (0.28%) and the 
“unknown” accounts for 241 (33.99%). These are the senior medical staff in the Trust 
who lead the clinical teams.  
 
This group has the third highest numbers of “unknown” across the 7 clusters, and will 
require a targeted approach as to why it’s important that those who have a disability 
disclose and where necessary seek adequate adjustments. When leaders disclose 
their disability, it helps inform junior staff that to have a disability is not a barrier to 
professional career development. Please see details in pie chart 6. 
 
Pie chart 6 – Cluster 5 

 
 
 
3.7 Cluster 6: Medical and Dental staff, Non- Consultant career grade  
 
The total number of staff in this cluster is 101, out of which the non-disabled staff is 
67 (66.34%). The total number of disabled staff in this cluster is 0 (0%) and the 
“unknown” accounts for 34 (33.66%). These are the non-consultant career grade 
doctors working within the clinical teams. This group is the only cluster without a 
disabled staff disclosed. Please see details in pie chart 7 below. 
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Pie chart 7 – Cluster 6 

 
 
 
3.8 Cluster 7: Medical and Dental staff, Medical and Dental Trainee grade  
 
The total number of staff in this cluster is 871, out of which the non-disabled staff is 
835 (95.87%). The total number of disabled staff in this cluster is 15 (1.72%) and the 
“unknown” accounts for 21 (2.41%). These are the junior medical staff in the Trust 
currently undergoing further medical training in the workplace. 
 
This group has the lowest numbers of “unknown” across the 7 clusters, indicating a 
higher disclosure rate. The onus during medical training in further education is on the 
students to disclose their disability in order to access prompt support to avoid 
difficulties with tests and examinations. Therefore, the medical and dental trainees 
are more likely to disclose their disability status as the norm. Their educational 
processes and systems ensures that the individual recognise that they have a 
responsibility to disclose their disability or medical condition to their tutors and 
programme leads in order to access the right support from the beginning of their 
training and throughout rather than later. Please see details in pie chart 8 below. 
 
To further improve metric one a targeted approach is recommended: 

 Plan support sessions on wards and departments to help staff update their 
status. 
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Pie chart 8 – Cluster 7 

 
 
 
4.0 Workforce Disability Equality Standard Metrics (WDES) metric 2  
 
Metric 2 measures the relative likelihood of disabled applicants compared to non-
disabled applicants being appointed from shortlisting across all posts. 
 
The Trust has a relative likelihood of 1.43, meaning that non-disabled staff are 1.43 
times more likely to be appointed from shortlisting than disabled staff. 
 
The proportionate position would be 1.00, so the lower the number the better the 
Trust performance. 
 
The Trust campaign and enforcement of its Recruitment and Selection Policy i.e. all 
recruiting managers and those sitting on interview panels must have had their 
Recruitment and Selection training is key to ensure discrimination and conscious and 
unconscious bias is eliminated throughout the recruitment process. The training has 
been reviewed to include Disability Confident, however, there is a need to review it 
further by expanding the unconscious bias part of the training, highlight the WDES 
metric 2 performance of the Trust and train managers on how this can be improved. 
 
The Trust currently has a task and finish working group scrutinising Workforce Race 
Equality Standard (WRES) recruitment data, it is suggested that the group also looks 
at WDES data to have a holistic approach to the recruitment process similar to the  
WRES data for reporting to the People’s Committee. 
 
Please see details in table 1.0 below.  
 
To further improve metric 2, a targeted approach is recommended: 

 Align the work of WDES into the current WRES task and finish group to follow 
through the review of the Recruitment and Selection Training and 
Unconscious bias  
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 Enforcement and scrutiny of the interview panels for disabled applicants 
similar to WRES. 

 
Table 1.0 – Relative likelihood of being appointed from shortlisting  

Disabled 
Applications 
ID Shortlisted Appointed 

% 
Shortlisted 
from 
Application 

% 
Appointed 
from 
Shortlisted 

Relative 
Likelihood 

Yes 608 321 85 52.80% 26.48%  

No 14944 6949 2630 46.50% 37.85%  

Unknown 492 366 294 74.39% 80.33%   

Grand Total 16044 7636 3009 47.59% 39.41% 1.43 

 
 
5.0 Workforce Disability Equality Standard Metrics (WDES) metric 3  
 
Metric 3 measures the relative likelihood of Disabled applicant compared to non-
disabled staff entering the formal capability process, as measured by entry into the 
formal capability procedure.  
 
Currently there are no staff with disabilities recorded under the Trust’s capability 
procedure in the last two years. This is the only metric where WDES guidance 
expects the Trust to use a two year rolling period for the data set.  
 
The low disability declaration rate may account for the lack of data for this metric. It 
is possible that there may be staff with disabilities that are going through the formal 
capability procedure but they did not disclose that they have a disability, hence the 
need to focus on raising the profile of staff declaring their disabilities to help Trust 
collate their data to help address any gaps. 
 
To further improve Disabled staff data on capability procedure a targeted approach is 
recommended: 

 Trust wide communication campaign on benefits of disability status 
disclosure. 

 Develop a capability checklist similar to disciplinary for senior managers to 
sign off before a formal process commences and also give staff the 
opportunity to update their disability status by asking the question “Do you 
have a disability?” right from the start of the informal process. 

 
6.0 Workforce Disability Equality Standard Metrics (WDES) metric 4  
 
Metric 4 compares staff survey responses in the NHS 2018 survey broken down by 
Disability as a protected characteristic against that of non-Disabled staff.  
 
The question is in two parts, the first part requires the Trust to measure the 
percentage of Disabled staff compared to non-disabled staff experiencing 
harassment, bullying or abuse from: 
 
 



Board approved  
 

14 
 

 
 
 
(4a) (i) Patients/service users, their relatives or other members of the public 
 
35.25% Disabled staff reported experiencing harassment, bullying and abuse from 
users, relatives and members of the public in comparison to 30.67% of non-disabled 
staff. The disabled staff recorded more harassment, bullying or abuse; however, both 
experiences need to be reduced for the health and wellbeing of staff. Please see 
table 2 below for details. 
 
Table 2- Patients/service users, their relatives or other members of the public 

Disabled staff   Non-Disabled  
 

35.25% 30.67% 
 

 
(4a) (ii) Managers 
 
26.18% Disabled staff said they were experiencing harassment, bullying and abuse 
from their line managers in comparison to 15.72% of non-disabled staff. Please see 
details in table 3 below. 
 
The disabled staff recorded a higher level of experiencing harassment, bullying and 
abuse with a gap of 10.46%.  
 
Table 3- Managers 

Disabled staff  Non-Disabled  
 

26.18% 15.72% 
 

 
 
(4a) (iii) Other colleagues  
 
35.77% Disabled staff reported experiencing harassment, bullying and abuse from 
other colleagues in comparison to 22.81% of non-disabled staff. Please see table 4 
below for details. 
 
The disabled staff recorded a higher level of experiencing harassment, bullying and 
abuse with a gap of 13.59%. 
 
Table 4- Other colleagues 

Disabled staff  Non-Disabled  
 

35.77% 22.81% 
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(4b) Reporting harassment, bullying or abuse at work 
 
The second part of metric 4 requires the Trust to measure the percentage of 
Disabled staff compared to non-disabled staff saying that the last time they 
experienced harassment, bullying or abuse at work, they or a colleague reported it. 
Please see table 5 below for details. 
 
44.83% of disabled staff reported harassment, bullying or abuse at work while a 
similar 44.90% of non-disabled staff reported. Both staff groups have a similar 
reporting trend which is being addressed within the current Trust’s bullying and 
harassment pathways. 
 
Table 5- reporting harassment, bullying or abuse at work 

Disabled staff   Non-Disabled  
 

44.83% 44.90% 
 

 
 
To further improve Disabled staff experience, a visible and targeted approach is 
recommended: 

 Recruit more Disabled staff as speaking up champions; 

 Invite Disabled staff to work with the Trust’s Bullying and Harassment working 
group; 

 Implement a Trust wide poster campaign of zero tolerance to bullying, 
harassment and abuse of all staff.  

 

 

7.0 Workforce Disability Equality Standard Metrics (WDES) metric 5 

 

Metric 5 measures the percentage of Disabled staff compared to non-disabled staff 
believing that the Trust provides equal opportunities for career progression or 
promotion. 
 
70.59% Disabled staff gave a positive response to this question, however, 76.62% 
non-disabled staff were more positive in believing that the Trust offered equal 
opportunities. Please see table 6 below for details.  
 
The Disabled staff had a 6% gap lower than the Non-Disabled staff, this gap needs 
to be reduced.  
 
Table 6 - Equal opportunities, career progression an promotion  

Disabled staff   Non-Disabled  
 

70.59% 76.62% 
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To further improve access to equal opportunities for career progression or promotion 
for Disabled staff, further targeted approach is recommended: 

 Conduct a trust survey of disabled staff to understand their needs better and 
for them to have a voice in saying what support they require for their 
progression at work. 

 Implement more professional career development workshops, application and 
interview support sessions for staff across the sites. 

 Provide mentors and coaches for Disabled staff. 
 
 
8.0 Workforce Disability Equality Standard Metrics (WDES) metric 6  
 
Metric 6 measures the percentage of Disabled staff compared to non-disabled staff 
saying that they have felt pressure from their line manager to come to work, despite 
not feeling well enough to perform their duties.  
 
35.35% of Disabled staff felt they come to work under pressure for their line manager 
despite being ill, while a lower number of non-disabled staff, 22.78% also confirmed 
some level of pressure to come to work. 
 
There is a gap of 12.57% between Disabled staff, this gap needs to be reduced. 
 
Table 7 - Pressure to come to work despite not feeling well enough  

Disabled staff   Non-Disabled  
 

35.35% 22.78% 
 

 
To further reduce the feeling of pressure to come to work despite being ill, a further 
targeted approach is recommended: 

 To cascade early lessons learnt from current “Joy in work” collaborative to 
improve empathy and kindness at work for all staff. 

 
9.0 Workforce Disability Equality Standard Metrics (WDES) metric 7 
 
Metric 7 measures the percentage of Disabled staff compared to non-disabled staff 
saying that they are satisfied with the extent to which their organisation values their 
work. 36.84% Disabled staff felt they were satisfied with the knowledge that the Trust 
values their work, while 49.18% of non-disabled staff felt the same. Please see table 
8 for details.  
 
There is a gap of 12.34%, between the two groups of staff. 
 
This is an area of focus to ensure the gaps between both are reduced and Disabled 
staff are featured in Trust communications across all levels to demonstrate to them 
that they are valued and their contribution in the workplace is recognised. 
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Table  8 - Employer values work 

Disabled staff   
 

Non-Disabled  

36.84% 49.18% 
 

To further improve Disabled staff feeling satisfied and valued in the Trust, these 
areas could be explored: 
 

 Disabled staff participating in the regular Group CEO VLOG 

 Developing an ability @ the Free newsletter featuring positive improvements, 
“before and after” experiences of Disabled staff following disability declaration. 

 
 
10.0 Workforce Disability Equality Standard Metrics (WDES) metric 8 
 
Metric 8 measures the percentage of Disabled staff saying that their employer has 
made adequate adjustment(s) to enable them to carry out their work.  
 
67.67% of Disabled staff confirmed that the Trust has made adequate adjustment(s) 
to their workplace. 
 
The higher the percentage score the better the result. 
 
To further improve Disabled staff awareness of adequate adjustment(s) in the Trust it 
would be worth exploring: 

 Developing interactive blogs on the new Freenet 2 network page for staff. 
 
 
11.0 Workforce Disability Equality Standard Metrics (WDES) metric 9 
 
Metric 9 is in two parts. 
 

A) Measures staff engagement score for Disabled staff, compared to non-
disabled staff and the overall engagement score for the organisation. Trust’s 
disabled staff recorded a 6.68 score while Non-Disabled staff scored 7.15.  
 
The maximum score for complete engagement is 10.00.  
 
The Trust’s overall engagement score is 7.08, hence the higher the score and 
nearer to 10 the better the performance.  
 
There is a need to identify the reasons for the gap as Disabled staff appear 
less engaged that non-Disabled staff.  
 
This is a key area for future priorities in progressing the work around 
workforce disability equality standards. 
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Table 9 - Staff engagement score 

Disabled staff   Non-Disabled  
 

6.68 7.15 
 

 

B) Has your Trust taken action to facilitate the voices of Disabled staff in your 
organisation to be heard?   Yes or No  

 

Yes, the Trust set in place a disabled staff network in 2017 and it has been 

supporting the staff network. 

 

The practical examples of current action taken to facilitate the voices of the Trust’s 

Disabled staff is: 

 

 having a disabled staff network in place 

 working with the disabled staff network to co-produce the step-by-step guide 
to update disability status using self-service ESR. 

 

 

To further improve Disabled staff engagement overall, staff release for events 
requires a concerted effort to ensure staff are able to have protected time to 
contribute and get involved in developing, planning and implementing Trust 
initiatives.  

 Group and site CEO support for staff release for Trust engagement initiatives. 
 
 

12.0 Workforce Disability Equality Standard Metrics (WDES) metric 10 
 
Metric 10 measures Board representation, it asks Trust to compare the difference 
between the Disabled and non-Disabled Board members, i.e. by voting membership 
of the Board and the executive membership of the Board. The Board has no 
disclosure for disability, this is currently 0%. 
 
 
13.0 WDES Leadership and Governance 
 
The Trust Board is committed and accountable for the delivery of WDES. 
 
The People Committee reports to the Trust Board and receives the WDES report for 
discussion, scrutiny and implementation. 
 
The Trust has the Equality Steering Group reports to the People Committee and 
oversees the work of the Disabled staff network.  
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The Disabled staff network is part of the Trust’s staff network collaborative working 
with the LGBT, BAME and Women’s network to share good practice an support each 
other with trade unions and the Chaplaincy on board. 
 

14.0 Disability confident employer – Level 2 
 
The Trust has been working on improving the experiences of its Disabled staff prior 
to WDES.  
 
The Trust voluntarily signed up to the Department of Work’s and Pension’s Disability 
Confident scheme in 2016 to improve the experience of disabled applicants and staff 
in the Trust.   
 
The scheme helps the Trust to support people with disabilities into work and 
enhances its disability employment practices to create a more inclusive work 
environment.  
 
The disability confident scheme: 
 

 aims to provide employers with the confidence, skills, and tools they need to 
help them recruit and retain disabled staff as they progress in their careers;  

 supports challenging misconceptions towards disability and employment;  

 increases understanding and awareness of disabilities, both mental and 
physical; 

 supports employers to make the most of talents and insights disabled people 
can bring to the workforce. 

 
There are 3 levels for employers to sign up to: 
 

1. Level 1 is a “disability confident committed employer”. 
2. Level 2 is a “disability confident employer”.  
3. Level 3 is as a “disability confident leader”.  

 
By implementing all the Level 1 disability confident practices (fully inclusive and 
accessible recruitment process via provision of reasonable adjustments for 
applicants) the Trust has now been awarded Level 2 disability confident employer 
status. The Trust continues to support applicants with disabilities to be considered 
and gain paid employment (permanent or fixed term). 
 
The Trust’s Recruitment and Selection training includes Disability confident scheme 
expectations and requirements to help recruiting managers implement fair process 
without bias.  
 
15.0 Disabled staff network (Ability @ the Free) 
 
The trust has a disability staff network in place since 2017 to support staff with 
disabilities and it is in its forming stage, It has just agreed a name for the network 
with a focus on an Disabled staff ability.  
 
The staff network new name will be “Ability @ the Free”.  
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It’s vision statement is “Enabling everyone’s potential at the Free” 
 
The new poster developed by the staff network can be viewed in appendix 2.  
 
To raise staff awareness of the Trust’s implementation of WDES, it held a “Disability 
Human Stories” session in May 2019 as part of the NHS Equality, Equality and 
Inclusion week to share stories of staff and managers who have managed medical 
conditions and gained each other’s trust and confidence in the workplace. Other 
external organisations were invited to participate, such as NHS Employers and Barts 
Health.  
 
The Bartsability (disability) network attended and also shared their journey as a 
disability staff network and how they have grown, tips in how they addressed 
challenges and improved staff engagement in their Trust.  
 
The staff network plan to have more inspirational events planned with collaboration 
with other employers to ensure WDES helps to address and close current gaps in 
Disabled staff experiences. 
 
The aim and objectives of the Trust’s disability staff network is to: 
 

 Provide a safe, supportive and confidential environment for staff with 
disabilities to discuss issues relating to their disabilities;  

 Provide a forum to discuss all aspects of working with a disability; 

 Provide networking support; 

 Share best practice; 

 Contribute to staff development and awareness in relation to disability issues; 

 Consult on health and wellbeing policies and initiatives  
 
16.0 Future Actions and Priorities for Workforce Disability Standards - 2019 – 
2020  
 
The WDES metrics have highlighted areas where Disabled staff experiences require 
improvement.  
 
The following areas of work detailed fully in the action plan in appendix 1 and 
constitute part of the Trust’s Staff Experience and Retention (SERP) will be key 
future priority for Trust’s workforce disability equality standards in the next 12 
months: 
 

 Plan support sessions on wards and departments to help staff update their 
disability status; 

 Align the work of WDES into the current WRES task and finish group to follow 
through the review of the Recruitment and Selection Training and 
Unconscious bias; 

 Enforcement and scrutiny of the interview panels for disabled applicants 
similar to WRES; 

 Develop and implement a Trust wide communication campaign on benefits of 
disability status disclosure; 
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 Develop a capability checklist similar to disciplinary for senior managers to 
sign off before a formal process commences and also give staff the 
opportunity to update their disability status by asking the question “Do you 
have a disability?” right from the start of the informal process; 

 Recruit more Disabled staff as speaking up champions; 

 Invite Disabled staff to work with the Trust’s Bullying and Harassment working 
group; 

 Implement a Trust wide poster campaign of zero tolerance to bullying, 
harassment and abuse of all staff;  

 Conduct a trust survey of disabled staff to understand their needs better and 
for them to have a voice in saying what support they require for their 
progression at work; 

 Implement more professional career development workshops, application and 
interview support sessions for staff across the sites; 

 Provide mentors and coaches for Disabled staff; 

 To cascade early lessons learnt from current “Joy in work” collaborative to 
improve empathy and kindness at work for all staff; 

 Supporting Disabled staff to participate in the regular Group CEO VLOG; 

 Developing an ability @ the Free newsletter featuring positive improvements, 
“before and after” experiences of Disabled staff following disability declaration; 

 Developing interactive blogs on the new Freenet 2 network page for staff to 
share stories of adequate adjustments at work; 

 Communicate the developed step-by-step guide for staff to use to update their 
disability status on self-service ESR by going to the wards and departments; 

 Group CEO and site CEOs Trust executive letter of support to all managers to 
help encourage planned staff release for attendance at staff network meetings 
and other relevant Trust engagement initiatives. 

 Enabling disabled staff to meet Board members to discuss WDES metrics and 
action plan. 
 

 
17.0 Conclusions 
 
The RFL recognises that equality matters and is committed to improving the 
experiences of its Disabled staff. This report and the action plan in Appendix 1 
demonstrates key areas of focus for the next 12 months and regular updates will be 
provided for the People Committee and Trust Board.



Board approved  
 

22 
 

 Appendix 1 – Action Plan – 2019 – 2020  
 
 
 

WDES 
standard 

Strategic 
action  

Board lead 
responsible  

Operational 
lead 
responsible  

Target 
staff 
group  
 

Timescale for 
completion  

Operational 
Actions  

Success 
criteria 
(measure) 

Metric 1 
 
Percentage of 
staff in AfC 
pay bands or 
medical and 
dental sub-
groups and 
very senior 
managers 
(including 
Executive 
Board 
members) 
compared with 
the 
percentage of 
staff in the 
overall 
workforce.  
 
 
 
 

To reduce 
overall 
disability 
“unknown” 
declaration by 
5% over the 
next 2 years. 
Current status 
as at March 
2019 is 
18.53%. 
 
Set a target of 
overall 
reduction of 
“unknown” by 
5% by March 
2021. 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

Staff in pay 
bands 2 – 
7 and 
medical 
and dental 
staff  

12 months  a. Communicate 
staff campaigns 
profiling staff and 
managers with 
disabilities who have 
disclosed, feature 
improvements made 
to their work and 
impact on their 
efficiency at work, 
their health and 
wellbeing.  
 
b. Pilot surgeries on 
sites to help staff 
update their 
disability status 
where they don’t 
have a disability but 
it shows “unknown”. 
 
c. Developing 
Disabled staff allies 
amongst managers 

a. 
Communicate 
Profiles of 
disabled staff 
in 2 Freepress 
by December 
2019 
 
 
 
 
 
 
b. 2 surgeries 
to be planned 
for Royal Free 
Hospital site 
by March 
2020. 
 
 
 
c. 2 visible 
senior 
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to help create the 
much needed 
support to release 
staff to attend the 
staff network 
meetings and also 
participate in 
developing solutions 
to improve Disabled 
staff experience in 
the Trust. 
 
 
d. Managers 
championing a 
culture where 
disability is 
supported and 
adequate 
adjustments required 
made to re-assure 
staff support will be 
available when they 
disclose. 
 
 
 
 
 
 
 
 

manager allies 
per site who 
attends the 
staff network 
meetings and 
speak up for 
Disabled staff 
by March 
2020. 
 
 
 
 
 
d. Agree staff 
disability as a 
standard 
agenda item 
for staff 
meeting to 
enable 
conversations 
to start in 
order to 
normalise and 
bring 
awareness of 
WDES to the 
wards and 
departments. 
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e. Trust Executive 
letter of support for 
planned staff release 
to line managers to 
enable Disabled staff 
get involved in 
developing, planning 
and implementing 
solutions.  

 
 
e. Group CEO 
and Site CEO 
support letter 

Metric 2 
 
Relative 
likelihood of 
Disabled staff 
compared to 
non-disabled 
staff being 
appointed 
from 
shortlisting 
across all 
posts.  

To reduce 
relative 
likelihood to 
1.20 by 2020. 
 
There is a 
relative 
likelihood of 
1.43,as at 
March 2019 
meaning that 
Non-Disabled 
staff are 1.43 
times more 
likely to be 
appointed from 
shortlisting 
than Disabled 
staff. 
 
The 
proportionate 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All 
applicants 
both 
external 
and 
internal   

12 months  a. Set up a WDES 
task and finish group 
similar to WRES.  
 
 
 
 
 
 
b. Review the 
current Recruitment 
and Selection 
training to include 
WDES findings on 
metric 2, and 
discuss how 
“Disability Confident” 
scheme can help to 
achieve Trust target.   

a.WDES Task 
and finish 
group to meet 
monthly 
reporting to 
People 
Committee. 
 
 
b. Revised 
R&S training 
by March 
2020. 
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position would 
be 1.00, so the 
lower the 
number the 
better the Trust 
performance.   
 
 
 
 

Metric 3 
 
Relative 
likelihood of 
Disabled staff 
compared to 
non-disabled 
staff entering 
formal 
capability 
process, as 
measured by 
entry into the 
formal 
capability 
procedure. 

To improve 
disability 
disclosure rate 
as there are no 
staff with 
disability going 
through the 
formal process.  
 
 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All staff 
groups 

12 months  a. To increase 
communications on 
the benefits of 
disclosing disability 
status, how this 
enables staff to get 
support much earlier 
in their work.  
 
 
b. Develop a 
capability checklist 
similar to disciplinary 
for senior managers 
to sign off before a 
formal process 
commences and 
also give staff the 
opportunity to 
update their 
disability status by 
asking the question 

a.Increase in 
staff disability 
disclosure 
from 1.77% to 
2% 
 
 
 
 
 
 
b. Capability 
checklist in 
place by 
March 2020 
and review 
current policy 
to ask staff if 
they have a 
disability as 
part of the 
informal 
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“Do you have a 
disability?” right from 
the start of the 
informal process. 
 
 

procedure.  

Metric 4  
 
A. Percentage 
of Disabled 
staff compared 
to non-
disabled staff 
experiencing 
harassment, 
bullying or 
abuse from  
1.patients, 
service users, 
their relatives 
or other 
members of 
the public  
2.Managers 
3. Other 
colleagues  
 
B. Percentage 
of Disabled 
staff compared 
to non-
disabled staff 

To reduce the 
percentage of 
Disabled staff 
experiencing 
harassment, 
bullying or 
abuse at work 
by 5%. 
 
 
 
 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All staff 
groups 

12 months  a. To invite Disabled 
staff to join bullying 
and harassment 
working group to 
help inform and get 
involved in the work 
of the group. 
 
b. To recruit more 
Disabled staff as 
speaking up 
champions. 
 
c. To develop Trust 
posters displaying 
zero tolerance of 
harassment, bullying 
and abuse against 
staff. 

a.Reduction 
by 2020 in 
Disabled staff 
saying they 
have 
experienced 
bullying, 
harassment 
and abuse via 
2020 NHS 
staff survey by 
5% 
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saying that the 
last time they 
experienced 
harassment, 
bullying or 
abuse at work, 
they or a 
colleague 
reported it.  
 
 
 
 

Metric 5  
 
Percentage of 
Disabled staff 
compared to 
non-disabled 
staff believing 
that the Trust 
provides equal 
opportunities 
for career 
progression or 
promotion.  

To reduce the 
gap between 
Disabled staff 
and Non-
Disabled staff 
saying they 
don’t have 
access to equal 
opportunities, 
career 
progression 
and promotion 
by 5%. 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All staff 
groups 

12 months  a. Conduct a trust 
survey of disabled 
staff to understand 
their needs better 
and for them to have 
a voice in saying 
what support they 
require for their 
progression at work. 
 
b. Implement more 
professional career 
development 
workshops, 
application and 
interview support 
sessions for staff 
across the sites. 
 

a.Reduction 
by 2020 - 
Disabled staff 
saying they 
don’t have 
access to 
equal 
opportunities, 
career 
progression 
and promotion 
via 2020 NHS 
staff survey by 
5% 



Board approved  
 

28 
 

c. Provide mentors 
and coaches for 
Disabled staff. 
 

Metric 6  
 
Percentage of 
Disabled staff 
compared to 
non-Disabled 
staff saying 
that they have 
felt pressure 
from their 
manager to 
come to work, 
despite not 
feeling well 
enough to 
perform their 
duties.  

To reduce the 
gap between 
Disabled staff 
and non-
Disabled 
saying that 
they felt 
pressure from 
their line 
manager to 
come to work 
despite not 
feeling well 
enough to 
perform their 
duties by 5%. 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All staff 
groups 

12 months a. To cascade early 
lessons learnt from 
current “Joy in work” 
collaborative to 
improve empathy 
and kindness at 
work for all staff. 
 

a.Reduction 
by 2020 of 
Disabled staff 
saying they 
feel pressure 
from their line 
manager to 
come to work 
despite not 
feeling well 
enough to 
perform their 
duties by  
5%. 

Metric 7 
 
Percentage of 
Disabled staff 
compared to 
non-disabled 
staff saying 
that they are 
satisfied with 
the extent to 
which their 

To reduce the 
gap between 
Disabled staff 
and non-
disabled staff 
and improve 
the percentage 
of staff saying 
they are 
satisfied that 
the Trust 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience  

All staff 
groups 

12 months  a. Disabled staff 
participating in the 
regular Group CEO 
VLOG 
 
b. Developing an 
ability @ the Free 
newsletter featuring 
positive 
improvements, 
“before and after” 

a.Reduction 
by 2020 of 
Disabled staff 
saying they 
are not 
satisfied that 
the Trust 
values their 
work by  
5%. 
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organisation 
values their 
work.  

values their 
work by 5%.  

experiences of 
Disabled staff 
following disability 
declaration. 
 
 

Metric 8 
 
Percentage of 
Disabled staff 
saying that 
their employer 
has made 
adequate 
adjustment(s) 
to enable them 
to carry out 
their work. 

To increase the 
percentage of 
Disabled staff 
saying that 
their employer 
has made 
adequate 
adjustment(s) 
to enable them 
to carry out 
their work 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All staff 
groups 

12 months a. Developing 
interactive blogs on 
the new Freenet 2 
staff network page to 
highlight adequate 
adjustment stories 
where staff have 
been supported by 
their line managers. 
 

a.Increase by 
2020 Disabled 
staff saying 
their employer 
has made 
adequate 
adjustments to 
enable them to 
carry out their 
work by 5%. 

Metric 9 
 
a. Staff 
engagement 
score 
b. Trust taking 
action to 
facilitate the 
voices of 
disabled staff 
to be heard. 
 
 
 

To increase 
staff 
engagement 
score for 
Disabled staff 
to 8.00 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All staff 
groups 

12 months  a. Continue to 
support the disabled 
staff network 
activities. 
 
b. Increase 
percentage of 
disabled staff who 
act as Freedom to 
Speak up champions 
 
c. Enabling disabled 
staff to meet Board 
members to discuss 

a.Increase 
staff 
engagement 
score of 
disabled staff 
by 2020 to 
8.00.  
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WDES metrics and 
action plan. 
 
d. Participate in 
Group CEO VLOGS 

Metric 10 
 
Board 
representation  
 
Percentage 
difference 
between 
organisation’s 
Board voting 
membership 
and its 
organisation’s 
overall 
workforce, 
disaggregated. 

To increase 
Disabled 
person 
representation 
on the Board. 

Chief 
People 
Officer 

Deputy 
Director of 
People & 
Head of 
Workforce – 
Staff 
Experience 

All staff 
groups  

12 months a.Consider 
representation when 
board position 
becomes vacant 

a.Increase 
disabled 
person 
representation 
on the Board.  
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Appendix 2 – Ability @ the Free Poster  
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Appendix 3 – Staff Experience and Retention Plan (SERP) 

 

 


