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1 Executive summary 

 
The Royal Free London NHS Foundation Trust is committed to implementing the Workforce 
Disability Equality Standard (WDES). 
 
The publication of the 2019/20 WDES report is in line with the requirements of the NHS 
providers and part of the standard NHS contract since 1st April 2019, this is the second 
WDES report from the Trust. 
 
The WDES is a data- based equality standard covering a series of 10 metrics. 
 
The Trust published its first WDES Annual report in August 2019; the report provided a 
baseline data against which the Trust is able to demonstrate improvements and areas where 
further gaps are identified. This year’s report enables the Trust to gain understanding of 
Disabled staff experiences when compared to non-disabled staff.  
 
The Trust achieved improvements in the following key metrics over the last 12 months. It’s 
worth noting that some of the Trust’s Recruitment initiatives implemented as a result of the 
Workforce Race Equality Standards (WRES), i.e. all recruiting managers to be trained before 
they can set up an interview panels and diverse interview panels has had far reaching 
impact on the recruitment data for disabled staff/applicants relative likelihood to be 
shortlisted.  

 Metric 1 –The percentage of staff disclosing their disability overall in the Trust on the 
Electronic Staff Record (ESR) has increased from 1.77% in 2019 to 2.12% in 2020. 
This has increased by 0.35%. Measuring the Workforce Disability Equality Standards 
(WDES) relies on accurate data which the Trust collates from its Electronic Staff 
Record System (ESR). 

 Metric 2 measures the relative likelihood of disabled applicants compared to non-
disabled applicants being appointed from shortlisting across all posts. This was 1.43 
in 2019, and has reduced to 1.09 in 2020; this is a significant improvement exceeding 
the target of 1.20 set in last’s year’s action plan, it reduced by 0.34. The recruitment 
and governance campaign has helped Trust’s performance in this area. 

 Metric 3 measures the relative likelihood of disabled applicants compared to non-
disabled staff entering capability process over a period of 24 months, there are no 
disabled staff going forward for capability; this figure remains the same as last year at 
0%. 

 Metric 4b measures staff ability to report harassment, bullying and abuse at work, 
more disabled staff feel more able to report this year accounting for 49.6% rising from 
44.8% last year. This has reduced significantly by 4.8%.  

 Metric 6 measures the percentage of disabled staff compared to non-disabled staff 
saying they felt pressure from their line manager to come to work despite feeling 
unwell. 29.8% of disabled staff said they felt pressure to come to work; this has 
reduced from last year’s figure of 35.4%. This has reduced significantly by 5.6%. 

 Metric 8 measures the percentage of disabled staff saying their employer has made 
adequate adjustments to enable them to carry out their work. 74.2% of disabled staff 
said the Trust made adequate adjustments; this has increased from 67.7% last year. 
This is a significant increase of 6.5% year on year. 

 

Areas requiring further improvement are as follows:  

 Metric 4a compares the staff survey responses in the NHS 2019 survey from 
disabled staff against that of non-disabled staff in the area of bullying, harassment 
and abuse from users, Relatives, and members of the publics. The experiences of 
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our disabled staff have worsened in this area, increasing from 35.3% last year to 
40% this year. While from managers have reduced slightly from 26.2% to 25.2% and 
for colleagues, it has reduced from 35.8% to 33.6%.  

 Metric 5 measures the percentage of disabled staff believing that the Trust provides 
equal opportunities for career progression or promotion. This area has reduced 
slightly with 68.6% disabled staff giving positive response in comparison to 70.6% of 
disabled staff last year. 

 Metric 7 measures the percentage of disabled staff compared to non-disabled staff 
saying they are satisfied with the extent to which the organisation values their work. 
36.4% of disabled staff felt they were satisfied and valued, this reduced slightly from 
36.8% last year.  

 Metric 9 measures the staff engagement score for disabled staff compared to non-
disabled staff. There is a slight decrease in engagement with our disabled staff 
scoring 6.6 in comparison to last year’s 6.68.   

 Metric 10 measures Board representation, i.e. compares the difference between the 
disabled and non-disabled Board members. Currently we do not have any Board 
member declaring disability.  

 
The Trust has been communicating the benefits of disability declaration to staff over the last 
12 months and as a result there are now 215 staff declaring their disability in comparison to 
171 staff a year ago. Disabled staff now account for 2.12% of the overall workforce 
increasing from 1.77% last year. This will continue to be a key area of work in the 
foreseeable future. 
 
We have also supported and engaged our disabled staff across the Trust during the Covid19 
pandemic. This has been an unprecedented area of work and as a result out of our 220 
disabled staff registered on ESR,187 ( 85%) completed their Covid19 risk assessments to 
ensure that the risk to the virus is reduced/eliminated. Where staff were shielding, food 
boxes were delivered to their homes and we held virtual coffee session for Disabled staff 
that were isolated.  
 
The Ability @ The Free staff network has been holding virtual monthly meetings with 
disabled staff and reviewing information on Access to work to ensure staff are able to get 
information readily.  
 
The Trust looks forward to working through further initiatives that are organically developed 
by our disabled staff in the next 12 months and beyond.  
 
 
David Grantham 
Chief People Officer 
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2 WDES progress in 2019/20 

2a. Overall workforce disability profile  
 
As at 31st March 2020, the overall Trust workforce accounts for 10,139. 

 There are 215 staff declaring and confirming their disability on ESR, this accounts for 
2.12% of the overall workforce. 
 

 A total of 8308 staff (81.94%) indicated that they don’t have a disability. 
  

 A total of 1,616 staff (15.94%) 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 in the NHS Jobs application form at the recruitment stage.  

 

 The percentage of staff disclosing their disability overall in the Trust has increased 

from 1.77% in 2019 to 2.12% in 2020. Measuring the Workforce Disability Equality 

Standards (WDES) relies on accurate data which the Trust collates from its 

Electronic Staff Record System (ESR). 

The pie chart 1 below shows that across the Trust, majority of staff declared that they don’t 
have a disability at 81.94%, however, there is a large proportion of staff not stating “Yes or 
No” at 15.94%, while those disclosing are 2.12%. 
 
Pie Chart 1 – overall workforce disability profile 

 
 
This is the second year of implementing Workforce Disability Equality Standards (WDES) in 

the Trust. The Trust published its first annual WDES report in August 2019 to highlight 

findings and set in place actions to improve the experiences of our disabled staff. Some of 

the steps taken to address findings from the first baseline data of 2019 WDES report are set 

out below: 

 Over the last 12 months, support surgeries were held to help staff update their 

disability status. These sessions were covered by workforce staff and members of 

the Ability @ The Free and staff who attended were helped to update their status. 

2.12% 

81.94% 

15.94% 

Proportion of Disabled Staff - Trustwide 

Yes

No

Unknown
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The staff disability declaration has increased from 1.77% to 2.12%. There is still 

further work to be done. 

 In addition, there was a Trust wide campaign using both the Freenet and FreePress 

to highlight the benefits of staff disability declaration to ensure access to the support 

they require where they have underlying medical condition or disability.  

 The step-by-step guide for staff to use in updating their disability status on ESR was 

also published on Freenet and Freemail. 

 The enforcement and scrutiny of recruiting managers and interview panels being 

trained in Recruitment and Selection training has had a positive impact of the 

shortlisting process for disabled staff and applicants as the relative likelihood has 

reduced from 1.43 last year to 1.09 this year. 

2b. Summary of the Pay bands where Disabled staff have disclosed disability and not 
declared  
 
All applicants have to use NHS jobs for the Trust’s recruitment process. 
The equal opportunities monitoring form allows applicants to confirm if they have a disability 
or not. The recruiting manager and the recruitment team also ensures that where an 
applicant indicates they have a disability, steps are taken to contact them to make sure any 
necessary adjustments are put in place for the candidate and the recruiting manager is also 
fully aware of this once the applicant is shortlisted for interview. 
 
The Trust’s electronic staff record (ESR) has a self-service facility for all staff. We will 
continue to communicate and campaign for disability status declaration especially for staff 
that did not have a disability when they joined the Trust but may need to update their 
disability status because they now have a disability.  
 
3. Current findings from 20196/2020 WDES workforce data  

The next section of this report sets out findings from the 2019/2020 WDES metrics, areas 

where the Trust has improved its WDES metrics thereby improving staff and applicants 

experience and areas where the metrics and staff experiences have not improved. 

 
3a. Improvement in staff disability declaration (Metric 1) 

Metric 1 measure the percentage of staff in AfC pay bands or medical and dental groups and 

very senior managers (including executive board members) compared with the percentage 

of staff in the overall workforce by non-clinical and clinical staff groups. 

 Within the non-clinical staff group, staff in Bands 5 – 7 (663) account for the highest 

group of staff with disability at 3.9%. This increased from 3.1% in 2019 to 3.9% in 

2020. 

 In addition, non-clinical staff in Bands 8a – 8b (198) had the highest increase in 

disability declaration from 1.6% in 2019 to 3.0%, the highest area of increase over 

the last 12 months. This has helped in closing the gap in Metric 1 where disabled 

staff in senior posts are compared with overall staff.  

 Non-clinical staff in Bands 8c – 9 &VSM (111) increased slightly from 3.5% in 2019 to 

3.6% IN 2020. 

 The clinical staff groups also recorded an increase over the last 12 months with the 

highest increase recorded in the Medical and Dental staff group including the junior 

doctors. Their disability declaration status increased from 1.7% in 2019 to 2.7% in 

2020. Other pay bands in the clinical staff groups recorded slight increase. Please 

see appendix 1, page 14 for full details.  
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3b. Significant improvement in recruitment – shortlisting (Metric 2)  

This is a key recruitment metric that measures the relative likelihood of disabled staff 

compared to non-disabled staff being appointed from shortlisting.  

 In 2019, the relative likelihood was 1.43 reducing to 1.09 in 2020. This metric aims to 

reduce the inequality experienced by disabled applicants getting access to jobs. The 

Trust has made a significant progress in these areas by improving the relative 

likelihood of a disabled applicant to be shortlisted for a job in the Trust.  

Over the last 12 months, the Trust has implemented a process whereby all recruiting 

managers have had to attend the Trust’s Recruitment and Selection training before they are 

allowed to proceed with the interview process. The Trust’s Recruitment and Selection 

training has also been revised to ensure it continues to be fit for purpose. Please see 

appendix 1, page 15 for full details.  

3c. Positive outcome - Capability (Metric 3)  

This metric measures the relative likelihood of disabled staff compared to non-disabled staff 

entering the formal capability process over a period of 24 months. The Trust has had 4 

cases of capability over this period and there are no Disabled staff going through a capability 

case. This is the same outcome for 2019. Please see appendix 1, page 15 for full details.  

3d. Slight improvement in harassment, bullying and abuse (Metric 4)  

Question 13 of the NHS Staff Survey is used to measure Metric 4. It compares the 

percentage of disabled staff to non-disabled staff experiencing harassment, bullying or 

abuse. Overall there are four areas of measurement within this metric, i.e. patients/users, 

managers, colleagues and whether staff are reporting harassment, bullying or abuse. Some 

slight improvements have been achieved around staff on staff harassment and bullying, 

while harassment and bullying from patients have increased. 

 A. Over the last 12 months, a higher percentage of disabled staff has reported 

experiencing harassment, bullying or abuse from patients, this increased from 35.3% 

in 2018 to 40% in 2019. There is a 6.9% gap between the staff experiences. 

 B. Staff experiencing harassment, bullying or abuse from managers has reduced 

slightly from 26.2% in 2018 to 25.2% in 2019. There is a 9.2% gap when compared 

to non-disabled staff experiencing less harassment, bullying or abuse.  

 C. Staff experiencing harassment, bullying or abuse from colleagues has reduced 

from 35.8% in 2018 to 33.6% in 2019. There is a 9.5% gap when compared to non-

disabled staff experiencing less harassment, bullying or abuse. 

 D. There is some improvement in reporting, staff experiencing harassment, bullying 

or abuse reporting has increased from 44.8% in 2018 to 45.6% in 2019. This is 

positive step as more staff feels confident to report over the last 12 months. Though 

there is still a 4.0% gap when compared to non-disabled staff experiencing less 

harassment, bullying or abuse. 

Please see appendix 1, page 16 for full details. 
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3e. Slight improvement on equal opportunities, career progression or promotion 

(Metric 5) 

Question 14 of the NHS Staff Survey is used to measure Metric 5. It compares the 

percentage of disabled staff to non-disabled staff saying that the Trust provides equal 

opportunities for career progression or promotion.  

 Overall there is no improvement on last year’s figures. The Trust’s disabled staff 

figures shows lesser numbers than last year believe that the Trust provides equal 

opportunities for career progression or promotion.  

 The disabled staff figure in 2018 was 70.6%; this has reduced to 68.6% in 2019 and 

there is still a 7.2% gap between the experiences of disabled staff and non-disabled 

staff over the last 12 months. Please see appendix 1, page 17 for full details. 

3f. Slight improvement on staff health and wellbeing (Metric 6) 

Question 11 of the NHS Staff Survey is used to measure Metric 6. It compares the 

percentage of disabled staff 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.   

 Overall there is a slight improvement on last year’s figures. The disabled staff saying 

they felt pressure to come to work by their line manager in 2018 was 35.4% and this 

reduced to 29.8% in 2019. Though there is still a gap of 8.1% between the 

experiences of disabled staff and non-disabled staff over the last 12 months. Please 

see appendix 1, page 17 for full details. 

3g. No improvement – staff feeling organisation values Disabled staff (Metric 7) 

Question 5 of the NHS Staff Survey is used to measure Metric 7. It compares the percentage 

of disabled staff to non-disabled staff saying that they are satisfied with the extent to which 

their organisation values their work. 

 Overall the last 12 months, there has been no improvement on last year’s figures. 

The disabled staff saying they feel valued in 2018 was 36.8% and this has reduced to 

36.4% in 2019. There is also a gap of 11.9% between the experiences of disabled 

staff and non-disabled staff in this area.  

 This poses the highest gap in all the metrics and requires further concerted effort to 

engage disabled staff to better understand how they want the organisation to express 

to them that it values and appreciates their effort via a targeted survey. Please see 

appendix 1, page 17 for full details. 

3h. Improvement on adequate adjustments (Metric 8) 

Question 28b of the NHS Staff Survey is used to measure Metric 8. It compares the 

percentage of disabled staff to non- disabled staff saying their employer has made adequate 

adjustments to enable them to carry out their work.  

 Over the last 12 months, there has been improvement on last year’s figures. More 

disabled staff confirmed that the Trust has made adequate adjustment to enable 

them to carry out their work in 2018 was 67.7% and this increased to 74.2% in 2019. 

Please see appendix 1, page 17 for full details. 
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3i. No Improvement on disabled staff engagement (Metric 9) 

The overall disabled staff engagement score is derived from the NHS Staff Survey 

engagement yearly score, the higher the score the better the performance. The metric 

measures the staff engagement score for disabled staff compared to non-disabled staff. 

 In 2018 the engagement score for disabled staff was 6.68, this fell to 6.6 in 2019. 

Please see appendix 1, page 18 for full details. 

 There has been no improvement on last year’s figures despite having the Ability @ 

The Free staff network to facilitate the voices of disabled staff in the organisation so 

that their voices can be amplified.  

 To improve the engagement score a new joint chair with a lived experience of 

disability has been newly appointed to lead the staff network. Virtual session are now 

being held with disabled staff during Covid-19 to engage them more in the next 12 

months and their views sought as to how best to engage them.  

 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 is recommended. 

 
3j. No improvement on organisation’s board voting membership and its overall 

workforce (Metric 10) 

Metric 10 measures the percentage difference between the organisations Board voting 

membership and its organisation’s overall workforce against Disabled members of the Board 

and Non-Disabled members of the Board.  

 In 2018, the Board recorded 0% for disabled board members and this remains the 

same in 2020. Please see appendix 1, page19 for full details. 

3. 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.  
 
During COVID19 pandemic the Trust’s work on WDES was paused as directed by NHS 
England and this was resumed following new guidance from NHS England. As a result 
virtual meetings of Ability @ The Free staff network were set up to engage with Disabled 
staff. 
 
The Trust’s work on COVID19 risk assessment also took a targeted approach by sending 
direct emails to staff with underlying health conditions to ensure their risk assessments were 
completed and appropriate interventions were put in place for them. This ranged from 
shielding, working from home, to redeployment to a non-clinical role. Out of 220 disabled 
staff registered on ESR, 187 (85%) completed their COVID19 Risk assessment with 
interventions in place where necessary.  
 
4. Disability confident employer – Level 2 
 
The Trust has been working on improving the experiences of its Disabled staff prior to 
WDES.  
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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.  
 
5. 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 name is  “Ability @ the Free”. It’s vision statement 
is “Accessibility, inclusivity, and enabling you to fulfil potential at work” 
 
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  

 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. 

  



11 
 

6 Conclusion and next steps 

The WDES data over the last 12 months suggests that the Trust has made year on year 

progress as follows for disabled staff experiences: 

WDES metrics with improvements  

 Metric 1 - staff disability declaration increased by 0.35% 

 Metric 2 - recruitment – shortlisting improved by 0.34 

 Metric 3 – capability (no case) 

 Metric 4b,c,d – bullying, harassment and abuse staff on staff  reporting increased by 

4.8% 

 Metric 6 - staff health and wellbeing improved by 5.6%  

 Metric 8 - adequate adjustments increased by 6.5%  

WDES metrics with no improvements 

 Metric 4a – bullying, harassment and abuse patients, users on staff   

 Metric 5 - equal opportunities, career progression or promotion  

 Metric -7- staff feeling organisation values Disabled staff 

 Metric 9 – Disabled staff engagement  

 Metric 10 – Board representation  

Bullying, harassment and abuse from patients and users, staff recognition, value, 

engagement for Disabled staff and Board representation remain areas of challenges for 

further action. 

7 Summary of proposed WDES action plan and targets 

A summary of the Trust’s next steps are set out in the action plan for 2020 – 2022 with 

targets to achieve over the period. Please see appendix 2, pages 17 – 19 for full information 

and details.  

The key highlights of the recommended action plan and targets are set out below: 

WDES 

Metric 
Action How this will be implemented 

1 Increasing the number of 
staff declaring their disability 
status via ESR to 5% by 
August 2021 

 by holding communication campaigns on the 
benefits of disability declaration, publishing staff 
stories, and setting up social media presence for 
Ability @ The Free staff network. 

2 Reduce the inequality in 
recruitment shortlisting to 
1.00 by August 2021 

 by reviewing recruitment information to welcome 
applications from disabled applicants, 

 

 Review recruitment and selection training, 
maintain process of only allowing managers who 
have completed their training to progress with 
interview process, continue diverse panels, and 
improve access to work information on Freenet. 

3 Maintain the relative 
likelihood of disabled 
colleagues entering 

 By discussing the status of  staff entering 
capability process regularly at the Ability @ The 
Free staff network to raise awareness and support 
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capability process at 0.00 by 
August 2021 

available 

4 Reduce the incidence of 
disabled staff experiencing 
harassment, bullying and 
abuse from patients and the 
public by 5% by August 
2022 

 By holding engagement meetings with disabled 
staff to promote speak up guardian role to enable 
more disabled staff become speaking up 
champions. 

5 Reduce inequality in career 
progression opportunities by 
5% by August 2022 

 By monitoring selection processes for acting up 
and secondment positions to identify any potential 
adverse impact on disabled staff 

6 Reduce level of 
presenteeism experienced 
by disabled staff by 5% by 
August 2022 

 By developing a disability leave policy in 
partnership with The Ability @ The Free staff 
network and staff side partnerships 

7 Increase the percentage of 
disabled staff satisfaction 
rate by 5% by August 2022  

 By conducting a survey within the Ability @ The 
Free staff network to explore and identify 
appropriate interventions for disabled staff with 
lived experience.  

8 Increase the percentage of 
disabled staff that feel that 
their request /s for 
reasonable adjustments 
have been adequately 
managed by 5% by August 
2022  

 By developing  guidance for line managers on how 
to arrange reasonable adjustments for disable staff 
and promotion of this to line managers 

9 Increase the engagement 
score for disabled staff to 
7.5 by August 2022  

 By holding a Group CEO VLOG session on video 
to cascade senior management support to improve 
disabled staff experiences in the Trust.  

 

 Develop Ability @ The Free newsletter to feature 
the experiences of disabled staff to bring the 
conversations into mainstream and share 
examples of adequate adjustments at work.  

 

 Group and site CEO letter of support and pledge to 
encourage managers to release staff to attend 
Ability @ The Free staff network meetings.     

10 Have a board member who 
has lived experience of a 
disabled person by August 
2022 

 By encouraging disabled applicants to apply for 
senior executives positions,  

 

 Organise board development sessions on WDES 
inviting disabled staff to share their lived 
experience in the Trust  

 

 Set up coaching and mentoring programme for 
disabled staff.  
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8 Recommendation 

The following actions are required for discussion and decision: 

 GEC is asked to discuss, agree and endorse the 2020 WDES Annual Report and 

action plan for implementation. 

 GEC is asked to approve the publication on the Trust’s 2020 WDES Annual Report 

on the Trust’s external website by 30th September 2020 in line with the NHS 

mandatory contract requirements. 

 GEC is informed that the Trust’s 2020 WDES Annual Report will be sent to the CCG 

lead for the Trust as in previous years.  

 

.
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Appendix 1 WDES metrics report  

Detailed below is the Trust’s WDES data which was submitted in August 2020 covering the period Apr 19 – Mar 20 

Metric 1 Percentage of staff in AfC pay bands or medical and dental subgroups and very senior managers (including executive board members) 

compared with the percentage of staff in the overall workforce.  

(Data source: ESR). 

1a. Non-clinical workforce 

 Disabled 
staff in 
2019  

Disabled 
staff in 2020 

Disabled 
staff in 
2019/2020 

Non-
disabled 
staff in 2019  

Non-
disabled 
staff in 2020  

Non-
disabled 
staff in 
2019/2020 

Unknown/null 
staff in 2019  

Unknown/null 
staff in 2020  

Unknown/null 
staff in 
2019/2020 

Total staff in 
2019 

Total staff in 
2020  

 Percentage 
(%)  

Percentage 
(%)  

% points 
difference   
(+/-) 

Percentage 
(%)  

Percentage 
(%)  

% points 
difference  
(+/-) 

Percentage 
(%)  

Percentage 
(%)  

% points 
difference (+/-) 

Headcount  Headcount  

Cluster 1 
(Bands  
1 - 4) 

2.2% 2.9% +0.7 72.8% 75.3% +2.5% 24.9% 21.8% -3.1% 1252 1256 

Cluster 2 
(Band 5 - 7) 

3.1% 3.9% +0.8 79.9% 80.8% +0.9% 17.0% 15.2% -1.8% 637 663 

Cluster 3 
(Bands 8a - 
8b) 

1.6% 3.0% +1.4 86.0% 86.9% +0.9% 12.4% 10.1% -2.3% 193 198 

Cluster 4 
(Bands  
8c – 9 & 
VSM) 

3.5% 3.6% +0.1 80.9% 82.0% +1.1% 15.7% 14.4% -1.3% 115 111 
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1b. Clinical workforce 

 

 Disabled 
staff in 2019  

Disabled 
staff in 2020 

Disabled 
staff in 
2019/2020 

Non-
disabled 
staff in 2019  

Non-
disabled 
staff in 2020  

Non-
disabled 
staff in 
2019/2020 

Unknown/null 
staff in 2019  

Unknown/null 
staff in 2020  

Unknown/null 
staff in 
2019/2020 

Total staff in 
2019 

Total staff in 
2020  

 Percentage 
(%)  

Percentage 
(%)  

% points 
difference   
(+/-) 

Percentage 
(%)  

Percentage 
(%)  

% points 
difference  
(+/-) 

Percentage 
(%)  

Percentage 
(%)  

% points 
difference  
(+/-) 

Headcount  Headcount  

Cluster 1 
(Bands 1 - 4) 

1.3% 1.4% +0.1% 81.7% 83.7% +2.0% 17.0% 14.8% -2.2% 1585 1740 

Cluster 2 
(Band 5 - 7) 

1.9% 2.1% +0.2% 80.8% 83.6% +2.8% 17.2% 14.3% -2.9% 3747 3975 

Cluster 3 
(Bands 8a - 
8b) 

1.4% 1.9% +0.5% 72.9% 76.4% +3.5% 25.7% 21.7% -4.0% 369 424 

Cluster 4 
(Bands 8c – 
9 & VSM) 

0.0% 0.0% +/-0.0% 63.6% 68.5% +4.9% 36.4% 31.5% -4.9% 55 54 

Cluster 5 
(Medical and 
Dental staff, 
Consultants) 

0.3% 0.4% +0.1% 65.7% 68.1% +2.4% 34.0% 31.5% -2.5% 709 724 

Cluster 6 
(Medical and 
Dental staff, 
Non-
consultant 
career 
grade) 

0.0% 0.0% +/-0.0% 66.3% 65.2% -1.1% 33.7% 34.8% +1.1% 101 89 

Cluster 7 
(Medical and 
Dental staff, 
Medical and 
Dental 
trainee 
grades) 

1.7% 2.7% +1.0% 95.9% 96.3% +1.4% 2.4% 1.0% -1.4% 871 897 
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Metric 2 – Relative likelihood of Disabled staff compared to non-disabled staff being appointed from shortlisting across all posts  

(Data source:   Trust’s recruitment data) 

 

 Relative likelihood in 2019 Relative likelihood in 2020 Relative likelihood difference (+-) 
 

 
Relative likelihood of non-
disabled staff being 
appointed from shortlisting 
compared to Disabled staff 
 
 

1.43 1.09 -0.34 

 

 

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

capability procedure. 

(Data source:   Trust’s HR data) 

 

 Relative likelihood in 2018/19 Relative likelihood in 2019/20 Relative likelihood difference (+-) 
 

 
Relative likelihood of 
Disabled staff entering 
formal capability process 
compared to non-disabled 
staff 
 

0.0 0.0 +/-0.0 
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Metric 4 – Percentage of Disabled staff compared to non-disabled staff experiencing harassment, bullying or abuse.  

(Data source:   Question 13, NHS Staff Survey) 

 

 Disabled staff 
responses to 2018 
NHS Staff Survey 

 

Non-disabled staff 
responses to 2018 
NHS Staff Survey 

% points difference 
(+/-) between 

Disabled staff and 
non-disabled staff  
responses 2018  

Disabled staff 
responses to 2019 
NHS Staff Survey  

 

Non-disabled staff 
responses to 2019 
NHS Staff Survey 

 
 

% points difference 
(+/-) between 

Disabled staff and 
non-disabled staff  
responses 2019 

 Percentage (%) Percentage (%)  Percentage (%) Percentage (%)  

4a) Staff experiencing 
harassment, bullying or 
abuse from patients/ 
service users, their 
relatives or other 
members of the public 
in the last 12 months 

35.3% 30.7% -4.6% 40.0% 33.1% -6.9% 

4b) Staff experiencing 
harassment, bullying or 
abuse from managers 
in the last 12 months 

26.2% 15.7% -10.5% 25.2% 16.0% -9.2% 

4c) Staff experiencing 
harassment, bullying or 
abuse from other 
colleagues in the last 12 
months 

35.8% 22.8% -13.0% 33.6% 24.1% -9.5% 

4d) Staff saying that the 
last time they 
experienced 
harassment, bullying or 
abuse at work, they or a 
colleague reported it in 
the last 12 months 

44.8% 44.9% +0.1% 49.6% 45.6% -4.0% 
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Metrics 5 – 8 

(Data source:  Questions 14, 11, 5, 28b, NHS Staff Survey) 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 Disabled staff 
responses to 2018 
NHS Staff Survey 

 

Non-disabled staff 
responses to 2018 
NHS Staff Survey 

% points difference 
(+/-) between 

Disabled staff and 
non-disabled staff  

responses 2018  

Disabled staff 
responses to 2019 
NHS Staff Survey  

 

Non-disabled staff 
responses to 2019 
NHS Staff Survey 

 
 

% points difference 
(+/-) between 

Disabled staff and 
non-disabled staff  
responses 2019 

 Percentage (%) Percentage (%)  Percentage (%) Percentage (%)  

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

70.6% 76.6% +6.0% 68.6% 75.8% +7.2% 

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. 

35.4% 22.8% -12.6% 29.8% 21.7% -8.1% 

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

36.8% 49.2% +12.4% 36.4% 48.3% +11.9% 

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

67.7% 
 
 

N/A 

 
 

N/A 

 
 

74.2% 

 
 

N/A 

 
 

N/A 
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Metric 9 – Disabled staff engagement 

(Data source:  NHS Staff Survey) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 Disabled staff 
engagement 

score for 2018 
NHS Staff Survey 

 

Non-disabled staff 
engagement score 
for 2018 NHS Staff 

Survey 

Difference (+/-) 
between disabled 

staff and non-
disabled staff  

engagement scores 
2018  

Disabled staff 
engagement score for 
2019 NHS Staff Survey  

 

Non-disabled staff 
engagement score 
for 2019 NHS Staff 

Survey 
 
 

Difference (+/-) between 
Disabled staff and non-

disabled staff  
engagement scores 

2019 

a) The staff engagement score for 
Disabled staff, compared to non-
disabled staff. 

6.68 7.15 +0.5 6.6 7.1 +0.5 

 
b)  Has your trust taken action to facilitate the voices of Disabled staff in your organisation to be heard? (Yes) or (No) - Yes 
 
 
Please provide at least one practical example of action taken in the last 12 months to engage with Disabled staff. 
 
 
Example 1: Appointed a new joint chair with the lived experience of a disabled staff to lead the Trust’s Ability @ The Free staff network 
 
 
 
Example 2: Virtual coffee sessions held to help address the isolation that our disabled staff are experiencing where they live alone 
 
 
 
Example 3:Using the Trust’s Freenet to display the experience of other staff who have disability to engage and sign post disabled staff to where they can get help when 
necessary.  
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Metric 10 – Percentage difference between the organisation’s board voting membership and its organisation’s overall workforce 

(Data source:  NHS ESR and/or trust’s local data) 

 

 

 

 

 

 

 

 

  

 
 

Disabled Board 
members in 

2019  

 Non-disabled 
Board 
members in 
2019 

Board members 
with disability 

status unknown 
in 2019 

% points 
difference  (+/-) 

between 
Disabled Board 
members and 
Disabled staff 

in overall 
workforce 

Disabled 
Board 

members in 
2020 

Non-disabled 
Board members 

in 2020 

Board members 
with disability 

status unknown 
in 2020 

% points 
difference (+/-) 

Between Disabled 
and non-disabled 
Board members in 

2020 

 Percentage (%) Percentage 
(%) 

Percentage (%)  Percentage 
(%) 

Percentage (%)   

Percentage difference 
between the 
organisation’s Board 
voting membership and 
its organisation’s overall 
workforce, disaggregated 
by Exec/non-exec and 
Voting/non-voting. 
 

Exec = 0% 
 
Non-exec = 0% 
 
Voting = 0% 
 
Non-voting = 
0% 

Exec = 70% 
 
Non-exec = 
71% 
 
Voting = 69% 
 
Non-voting = 
75% 

Exec = 30% 
 
Non-exec = 29% 
 
Voting = 31% 
 
Non-voting = 
25% 

Total Board = 
0% 
 
Overall 
workforce = 2% 
 
Difference =     -
2% 

Exec = 0% 
 
Non-exec = 
0% 
 
Voting = 0% 
 
Non-voting = 
0% 

Exec = 90% 
 
Non-exec = 71% 
 
Voting = 83% 
 
Non-voting = 82% 

Exec = 10% 
 
Non-exec = 29% 
 
Voting = 17% 
 
Non-voting = 
18% 

Total Board = 0% 
 
Overall  
workforce = 2% 
 
Difference = -2% 
percentage points 
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APPENDIX 2 - WDES action plan 2020/21 – 2021/22 

Metric Objective Action/s Timescales Lead/s Why 
 

 
1 

Increase the number of staff declaring their 
disability status via the ESR to 5% 
 

Work with the Ability @ The Free staff network to develop a 
communications campaign highlighting the benefits of declaring. 
Hold an engagement sessions in the Trust to explore barriers and 
challenges that staff may have encountered in using ESR to find 
solutions.  
 
Increase membership of the staff network and ensure staff are 
able to get support from the new joint chair by making her details 
accessible through articles she would be writing and 
communicated to all staff via Freenet and Freepress. The joint 
chair would be a point of contact to support disabled staff.  
  
Raise awareness of “Disability Confident Employer” level 2 status 
and promote how it can help Disabled staff and managers.  
 
Set up social media presence for the Ability @ The Free in 
collaboration with the Communications team to have a twitter, 
Instagram presence with a Facebook page for Ability @ The Free 
staff network. 

Target of 5% to be 
achieved by 
August 2021  

Chief People Officer 
Director of People 
Head of Workforce  
Communications Lead 
Disabled staff network – 
Ability @ The Free Joint 
Chair  

Necessary to improve the data 
quality.  

2 
 

Reduce the inequality in recruitment 
shortlisting for disabled applicants to 1.00 

Make information available to potential job applicants about the 
Trust’s commitment to inclusive recruitment and that we welcome 
applications from Disabled applicants.  
 
Review Recruitment and Selection training offer and maintain 
process of allowing only managers who have completed their 
Recruitment and Selection Training to set up interview panels.  
 
Establish a Workforce Equality, Inclusion and Diversity sub-group 
with other stakeholders involved to explore and discuss the WDES 
review of recruitment activity data, actions taken and outcomes.  
 
Regularly present WDES data to site LECs and discuss with 
senior leaders as well as the Ability @ The Free staff network for 
feedback.  
 
Process map and improve Access to Work information on Freenet 
Ability @ The Free page to enable more Disabled staff access 
information as well as support line managers to make the process 
easier.  

Target of reducing 
inequality for 
Disabled 
applicants to 1.00 
by August 2021. 

Chief People Officer 
Director of People  
Head of Recruitment 
Head of Workforce  
Communications Lead 
Disabled staff network – 
Ability @ The Free Joint 
Chair 

To improve career progression 
prospects for Disabled staff as 
well as new Disabled 
applicants 

3 
 

Maintain current status of no disabled staff in 
capability process.  

Discuss regularly at Ability @ The Free staff network meeting to 
ensure Disabled staff entering capability have support though 
currently there are no Disabled staff in capability process. 

Target to maintain 
0.00 

Chief People Officer 
Director of People  
Head of Workforce  
Disabled staff network – 
Ability @ The Free Joint 
Chair 

To raise awareness of a fair 
capability process 

4 
 

Reduce the incidence of disabled staff 
experiencing harassment, bullying and abuse 
by 5% 

Hold engagement meetings with Disabled staff to explore what 
further work can be done to build a more inclusive, 
compassionate, and culturally sensitive workplace that supports a 
zero tolerance to harassment, bullying and abuse.  
 

Target of reducing 
harassment, 
bullying and abuse 
by 5% by August 
2022 

Chief People Officer 
Director of People  
Head of Workforce  
Disabled staff network – 
Ability @ The Free Joint 

To create a safe working 
environment  
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Promote Speaking up guardian role to the Ability @ The Staff 
network to enable more Disabled staff to become a speaking up 
guardian.  

Chair 
Speaking Up Leads  

5 
 

Reduce inequality in career progression for 
Disabled staff by 5%  

Monitor selection processes for acting up and secondment 
positions to identify any potential adverse impact on Disabled 
staff.  
 
Explore the provision of mentors and coaches for disabled staff.  
 
Seek to cascade more information available for interview support 
sessions in the Trust to disabled staff network. 

Target of reducing 
inequality in career 
progression by  
5% by August 
2022 

Chief People Officer 
Director of People  
Head of Workforce  
Disabled staff network – 
Ability @ The Free Joint 
Chair 
 

To improve career progression 
for Disabled staff 

6 
 

Reduce level of presenteeism experienced by 
Disabled staff by 5%.  

Develop a Disability Leave Policy in partnership with The Ability @ 
the Free and staff partnerships. 

Target of reducing 
presenteeism  by  
5% by August 
2022 

Chief People Officer 
Director of People  
Head of Workforce  
Disabled staff network – 
Ability @ The Free Joint 
Chair 
Staff Side 

Create a working culture that 
promotes productivity and 
wellness at work. 

7 
 

Increase staff satisfaction rate from Disabled 
staff by 5%   

Establish a Workforce Equality, Inclusion and Diversity sub-group 
with the joint chair of Ability @ The Free a member and other 
stakeholders to explore issues and identify interventions to 
improve Disabled staff satisfaction rate, i.e. conduct a survey to 
find out how best to engage. 
 
Develop a series of training sessions for managers to explore their 
responsibility in relation to workplace disability equality, what they 
should be doing about it and how they can set expectations for 
leadership.  
 
Work with the Ability @ The Free staff network to produce a staff 
stories handbook highlighting staff who are positive about working 
in the Trust and feel valued.  

Target of 5% 
increase by 
August 2022 

Chief People Office 
Director of People  
Ability @ The Free Joint 
Chair 
Communications Lead 
Ability @ The Free network 
representatives and Allies  
Heads of Workforce  
OD Team  

Creates an inclusive working 
culture where all voices are 
heard and count. 

8 
 

Increase the percentage of Disabled staff that 
feel that their request for reasonable 
adjustments have been adequately managed 
to 5%.  

Develop a guidance for line managers on how to arrange 
reasonable adjustments for their staff. 
 
Consider adopting the reasonable adjustments passport 
developed by NHS Employers.  

Target of 5% 
increase by 
August 2022 

Chief People Office 
Director of People  
Ability @ The Free Joint 
Chair 
Communications Lead 
Ability @ The Free network 
representatives and Allies  
Heads of Workforce  

Creates a healthier workplace 
for staff and improves the 
wellbeing of Disabled staff 

9 
 

Increase the engagement score for Disabled 
staff to 7.5  

Hold an engagement sessions in the Trust to provide opportunities 
for all staff to enable staff voice discussing WDES figures and 
updates on action plan, also targeting all staff recognises that 
there are some Disabled staff who have not yet declared their 
disability or long term condition.  
 
Hold a Group CEO VLOG session on video to cascade senior 
management support to improve Disabled staff experiences. 
 
Develop Ability @ The Free newsletter to feature experiences of 
Disabled staff to bring the conversation to mainstream and share 
examples of adequate adjustments at work. 
 
Group CEO and site CEO letter of support to encourage 

Target of 
increasing 
Disabled staff 
engagement score 
to 7.5 by August 
2022 

Chief People Office 
Director of People  
Ability @ The Free Joint 
Chair 
Communications Lead 
Ability @ The Free network 
representatives and Allies  
Speaking up leads  
Heads of Workforce  
OD Team  

Create a working culture and 
environment where Disabled 
staff feel able to speak up and 
have a voice. 
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managers to release staff to attend Ability @ The Free meetings. 

10 
 

Consider having a Board representation who 
has lived experience of disability. 

Ensure the process for appointment of non-executive directors 
encourages diverse applicants including those who identify as 
Disabled.  
 
In partnership with the Ability @ The Free staff network, organise 
a board development session on WDES and the inequalities 
experienced by Disabled staff to share understanding of lived 
experiences of Disabled staff and collaborate with the Board to 
seek solutions.  
 
As a demonstration of Trust commitment to “Nothing about us 
without us” and inclusion, develop a reverse mentoring 
programme, providing opportunity for Ability @ The Free members 
to have mentoring relationship with Board members. From hearing 
insights and lived experiences Board members will be better 
informed in making decisions that benefit all staff and patients.  

Target of one 
board member 
with Disabled lived 
experience by 
August 2022 

Chief People Officer 
Director of People 
Head of Workforce 
Ability @ The Free Joint 
Chair 
OD Team  
 

To demonstrate visible 
leadership in this area at senior 
level.  

Note: The Ability @ The Free staff network have held meetings to discuss the WDES metrics, develop actions to be taken forward in the next 12 months to deliver improvement to the experiences of 
disabled staff across the Trust. The actions will continue to be the focus of discussions at the Ability @ The Free staff network meetings in order to make progress in the areas highlighted above. 
 

 


