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1 Executive Summary 

The Royal Free London NHS Foundation Trust aspires to be both a representative and 
inclusive organisation and is committed to becoming a place to work in which all colleagues 
feel able to be and bring their whole selves, that they can do their best and fulfil their 
potential.  
 
Implementing the Workforce Disability Equality Standard (WDES) is critical in realising this 
ambition.  Its purpose is to improve the workplace and career experiences of disabled 
colleagues working and seeking employment in the NHS. It is deeply rooted in the 
fundamental values, pledges and responsibilities set out in the NHS People Plan and the 
NHS Constitution and provides a data-based measure of the trust’s performance against a 
series of 10 specific metrics that compare the experiences of disabled and non-disabled 
colleagues in the trust.   
 
The last 12 months brought many challenges relating to the ongoing impacts of the COVID 
pandemic, wider operational pressures; and the drive toward elective recovery and 
performance improvement. It is in this context that we have maintained a focus on 
understanding and improving the experiences of all colleagues but particularly those with 
disabilities where we know there is work to do to build trust and confidence that it is always 
safe to give feedback and / or raise issues and concerns for investigation and resolution; and 
to ensure that colleagues have the support, enablement and opportunity to perform and 
develop in role.  
 
During this period, we developed and implemented Access to Work guidance for colleagues 
and managers, designed to facilitate greater and easier access to support (including 
information, advice, adjustments, and equipment) for all those with disabilities and those 
working with them. We also delivered the ‘Calibre’ programme for disabled colleagues, 
which offered structured development and support for career progression – particularly into 
leadership positions; and further strengthened our partnership with our Ability @ The Free 
staff network. Through this partnership we have developed the Trust’s first disability policy 
and a disability awareness training package designed to improve knowledge and 
understanding at all levels of our organisation.  
 
The data in this year’s annual report against the WDES standard highlights some areas of 
sustained performance and improvement. We have made progress in encouraging 
colleagues to declare their disability status; improved our position in terms of recruitment of 
disabled colleagues; and incidences of bullying and harassment from managers (as reported 
in the annual people survey) have reduced.  
 
The data also highlights areas that have not improved. It shows that disabled colleagues do 
not feel confident that there are equal opportunities for career development and progression 
and are less likely to feel valued for their contribution to the organisation. In summary, this 
shows that while we have taken a great deal of action in this year, we have further still to 
travel in creating the quality of experience for all colleagues, to which we aspire It proves 
that we have further still to travel.     
 
Improving our position on disability remains a key priority within our overall inclusion agenda 
and we set out clearly our priorities for focus and ongoing action in the year ahead in our 
annual equality report, published in March 2022. Scrutiny and oversight of our performance 
in this area is provided via the trust governance, specifically the Group Executive 
Management and People Committees.  
 
Crystal Akass 
Chief People Officer 
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2 WDES workforce profiles  

2a. Overall workforce disability profile  
 
 

 
 
 
 
As at 31st March 2022, the overall Trust workforce accounts for 11,121. 

• There are 329 staff declaring and confirming their disability on ESR, this accounts for 
2.96% of the overall workforce. 
 

• A total of 9,302 staff (83.64%) indicated that they don’t have a disability. 
  

• A total of 1,490 staff (13,40%) 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 “unknown” group needs to be engaged with a targeted “declaration campaign”. 
This would be a long-term initiative to understand the current landscape. The trust 
collates disability information from the recruitment stage where applicants are asked 
to self-identify themselves as disabled. Our Electronic Staff Record (ESR) system 
also provides a self-service option where once in employment, staff are able to 
specify and confirm their disability status if they so wish.  
 

• We will be devoting time and effort in the coming months to the declaration campaign 
to inform staff about the positive impact of disclosure, i.e., informs recruitment 
practices, helps to improve diversity and inclusion initiatives, and informs talent 
management practices. We use the disability workforce information to track progress 
made with Workforce Disability Equality Standards (WDES), undertake equality 
analysis on policies and practices and ensure change activity takes account of 
potential impacts and undertake effective equality impact assessments.  
 

• Our programme of activities will comprise of staff information sessions, videos setting 
out disabled staff stories where they have disclosed and the benefits, using regular 

3%

84%

13%

Proportion of Disabled Staff - Trustwide
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trust publications to shed more light on the journey of disclosure and sharing 
disability information between line managers and staff. We will also consider sending 
targeted emails to those who had not yet completed the information “unknown” staff 
group to improve the disability declaration rate.  

 
 
2b. Summary of the Pay bands where Disabled staff have disclosed disability and not 
declared  
 

 
Proportion of 
Disabled Staff 

Trust wide 2.96% 

Cluster 1  
(Bands 1-4) 

2.80% 

Cluster 2  
(Bands 5-7) 

3.35% 

Cluster 3  
(Band 8a-8b) 

3.48% 

Cluster 4  
(Bands 8c-9 & VSM) 

4.95% 

Cluster 5  
(Medical & Dental Staff, Consultants) 

0.64% 

Cluster 6 (Medical & Dental Staff, Non-
Consultants career grader) 

0.97% 

Cluster 7 (Medical & Dental Staff, 
Medical and dental trainee grades) 

2.70% 

 
 
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.  
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3. Current findings from 2021/2022 WDES workforce data  

The Trust’s WDES areas of slight improvements are set out below:  

• Metric 1 – This metric measures the declaration of disability in the workforce. 
The percentage of staff disclosing their disability overall in the Trust on the Electronic 
Staff Record (ESR) has increased from 1.77% in 2019 and 2.12% in 2020 to 2.49% 
in 2021 to 2.96% in 2022. This has increased by 0.47% over the last 12 months. The 
Trust continues to raise awareness of the benefits of staff declaring their disability to 
be fully supported with reasonable adjustments in the Trust, i.e., Disability Positive 
campaign. The trust is also developing a disability policy with the Ability @ The Free 
staff network and wider stakeholders in the Trust. More qualitative evidence 
gathering is required to develop and understanding of the representation and 
experiences of disabled staff at work. Meaningful change requires more than 
collating and reporting on data, more focused actions with clear routes of 
accountability for the processes and outcomes are required with rigour.  This is 
critical for these actions not to be perceived as solely about compliance or a “tick-
box” exercise but be a greater backdrop for greater staff engagement.     
 

• Metric 2 – This metric measures the relative likelihood of disabled applicants 
compared to non-disabled applicants being appointed from shortlisting across all 
posts. This is slightly reduced to 1.25 in Mar 2022 compared to 1.26 in March 2021.  
The lower the number the better the performance. To further improve this area, the 
Trust rolled out diverse interview panel to all posts from the 1st of June 2021, and the 
impact will continue to be monitored. This data forms part of the monthly workforce 
performance score card published within a specific timeframe for the business units 
must have the ability to build a clear and holistic picture of disability within their 
recruitment processes and monitor progress at regular intervals. The implementation 
of the De – Bias Toolkit will help to improve our recruitment processes and systems, 
including training.    
 

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

 

• Metric 4b – This metric measure disabled staff experiencing harassment, bullying 
and abuse at work from managers. In 2020, 24% disabled staff indicated in the 
staff survey that they experienced bullying and harassment from their managers. This 
was significantly improved in 2021as 22% of staff reported similar experiences. Thus, 
there has been an improvement of 2% over the last 12 months. The Trust rolled out 
Active Bystander training to address bullying and harassment targeting the divisions 
with the highest number of employee relation bullying cases as well as the wards and 
departments identified as hot spots in the 2020 staff survey. A total of 127 staff has 
been trained with further training planned individual departments. The Trust 
continues promote the business case to speak up about bullying, harassment, and 
abuse and as a result the numbers of the speaking up champions trained are 105 
across the Trust. We continue to encourage more disabled staff to come forward and 
be trained as a speaking up champion.     

 

• Metric 9b – This metric measures what action the Trust has taken to facilitate the 
voices of Disabled staff to be heard.  A key action the Trust has taken to address 
staff engagement is setting up the ‘Ability @ The Free’ staff network 4 years ago and 
building up the network to have joint chairs who have disabilities themselves to 
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ensure members feel at ease when discussing and raising concerns about their own 
disabilities and experiences and who is representing them. The staff network now 
has 2 joint chairs in post and holds monthly virtual meetings as a safe space for our 
disabled staff to discuss their experience and identify solutions. The joint chairs are 
also invited to the EDI Task Force meeting, a wider stakeholder group to discuss the 
experiences of disabled staff and as a result a case was made for an employee led 
service to help staff raise concerns and improve their experiences in the workplace.  
 

• Metric 4d – This metric measures the disabled staff reporting bullying, 
harassment, and abuse. In 2021 45% disabled staff indicated that they reported 
bullying, harassment, and abuse while in 2020 it was 47%. Thus, in the last 12 
months there has been a decline of 2% in the number of staff that report bullying, 
harassment, and abuse. This metric is going in the right direction as the trust 
continues to implement its strategies to reduce the incidences of bullying and 
harassment.    

 
Areas requiring further improvement are as follows:  

 

• Metric 4a – This metric measures the experiences of disabled staff in bullying, 
harassment and abuse from service users, relatives, and members of the 
publics. The experiences of our disabled staff were not improved compared to last 
year and the previous year. In 2020, 36% of disabled staff respondents indicated that 
they experienced bullying, harassment and abuse from service users, relatives, and 
members of the public while in 2021 44%. In comparison, there is an increase of 8% 
in the number of disabled staff that reported bullying, harassment, and abuse from 
service users, relatives, and members of the public. The trust has a violence and 
aggression policy in place to provide staff with guidance on how to manage and deal 
with this issue in the trust. The “No Excuse for Abuse” campaign is ongoing in the 
Trust and physical violence, racial, sexual, and verbal abuse of our staff will not be 
tolerated and may lead to prosecution.    

 

• Metric 4c – This metric measures the staff experiencing harassment, bullying and 
abuse at work from colleagues. In 2021 35% disabled staff indicated in the staff 
survey that they experienced bullying and harassment from their colleagues. In 2020, 
this accounted for 32%, this has increased by 2%. The active bystander training roll 
out is a key action set in place to address this area of work, in addition to the 
revamping of the bullying and harassment training from the Employee Relations team 
directed at line managers. The Trust has Conflict Resolution training in place for all 
staff to help provide basic skills to recognise and deal with aggressive situations. The 
Local Security Management Specialist (LSMS) is also available to help support staff 
and identify any necessary training needed.  

 

• Metric 5 – This metric measures the percentage of disabled staff believing that the 
Trust provides equal opportunities for career progression or promotion. This area has 
not improved. In 2021, 41% of disabled staff gave a positive response in comparison 
to 66% of disabled staff in 2020, a reduction of 25%. The Trust has a coaching and 
mentoring hub in place to support disabled staff career progression, more awareness 
of this support will be provided through the Ability @ The Free staff network. In 
addition, the Trust collaborated with Imperial NHS Trust and North Middlesex NHS 
Trust and implemented the “The Calibre programme for 6 disabled staff”. The 
programme helped to empower and build their confidence in applying for leadership 
positions. The De -Bias Toolkit implementation will impact on the trust’s recruitment 
processes and systems which will in advertently impact on staff’s career progression.  
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• Metric 6 – This metric 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. In 2021 I we had 36% of disabled staff said they felt 
pressure to come to work, a percentage that remained the same over the last 12 
months (36% in 2020). The Trust is working with the Ability @ The Free staff network 
to develop a Disability Policy and Disability Awareness training to help address 
pertinent disability related issues at work. We aim to launch the policy and the 
training later in September 2022. 

 

• Metric 7 – This metric 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. In 2021 32% of disabled staff felt they were 
satisfied and valued, this reduced by 1% from 33% in 2020. A survey of disabled staff 
will be commenced to help gain better understanding of what would help them feel 
valued in the Trust.     

 

• Metric 8 – This metric measures the percentage of disabled staff saying their 
employer has made adequate adjustments to enable them to carry out their work. 
In 2021 63% of disabled staff said the Trust made adequate adjustments; this has 
significantly decreased compared to 73% in 2020. The Trust worked with the Ability 
@ The Free staff network and developed and rolled out its first Access to Work 
guidance to help support staff and managers to access support and funding for 
reasonable adjustment from the Access to Work government department.  In 
addition, the Trust organises monthly Access to Work information sessions open to 
staff and managers to raise awareness on the scheme. The employee led service is 
a new support section within the Employee Relations service to help provide disabled 
staff with an easy access to raise concerns where they are experiencing difficulties 
with reasonable adjustments.   
 

• Metric 9 – This metric 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 6.29 in 2021 staff survey in comparison to 6.65 in the 2020. 
Further work with the Ability @ The Free staff network includes setting up a working 
group to lead on “Neurodiversity” and “WDES”. This will enable more disabled staff to 
get involve in innovative interventions and help shape the actions to address these 
gaps. The trust will be implementing the “Core Managers Programme” to help build 
managers capability in managing diverse staff and help build inclusion in teams. The 
wider people team are also currently implementing “Inclusive HR” project to help re-
dress the imbalance of racial and disability equity in teams. Lessons learnt will 
become shared practice for dissemination to business units across the trust.     

 

• Metric 10 – This metric measures Board representation i.e., compares the 
difference between the disabled and non-disabled Board members. As of 31 March 
2021, the Trust recorded its first voting disabled board member declaring their 
disability via the Trust’s Electronic Staff Record (ESR).  This accounts for a 17% 
disability board representation. In 2022 the percentage was decreased to 15.3% but 
still an increase compared to 2019 where this metric recorded 0%.  

 

The London wide data on WDES is set out in Appendix 2, these highlights the challenges in 

the areas of recruitment, bullying and harassment and career progression and reasonable 

adjustment.  
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3.1 WDES Metrics – 5 Business Units – 31 March 2022 

The table below shows the progress across all the different WDES Metrics within the last 12 

months 

 TRUST BU: Royal 
Free 
Hospital 

BU: Barnet 
Hospital 

BU: 
Corporate 

BU: 
Chase Farm 

BU: Group 
Clinical 
Services 

METRIC 1 
Mar 21-Mar 22 

2.49% (2021) 
2.96% (2022) 

2.52% (2022) 
1.69% (2021) 

2.96% (2022) 4.04% (2022) 
3.39% (2021) 

3.60% (2022) 2.74% (2022) 
2.40% (2021( 

METRIC 2 
Mar 21-Mar 22 

1.25 (2022) 
1.26 (2021)  

1.26 (2022) 
1.19 (2021) 

1.25 (2022) 
1.25 (2021) 

1.48 (2022) 
1.45 (2021 

1.16 (2022) 
1.13 (2021) 

1.32 (2022) 
1.28 (2021) 

METRIC 3 
Mar 21-Mar 22 

0 0 0 0 0 0 

METRIC 4a 
Staff Survey 
2020-2021 

44% (2021) 
36% (2020)  

54% (2021) 
46% (2020) 

54% (2021) 
45% (2020) 

17% (2021) 
14% (2020) 

36% (2021) 
41% (2020) 

35% (2021) 
29% (2020) 

METRIC 4b 
Staff Survey 
2020-2021 

22% (2021) 
24% (2020)  

20% (2021) 
24% (2020) 

2554% (2021) 
24% (2020) 

25% (2021) 
23% (2020) 

15% (2021) 
33% (2020) 

19% (2021) 
17% (2020) 

METRIC 4c 
Staff Survey 
2020-2021 

35% (2021) 
33% (2020)  

36% (2021) 
34% (2020) 

40% (2021) 
27% (2020) 

33% (2021) 
33% (2020) 

34% (2021) 
32% (2020) 

17% (2021) 
33% (2020) 

METRIC 4d 
Staff Survey 
2020-2021 

45% (2021) 
47% (2020)  

45% (2021) 
45% (2020) 

49% (2021) 
40% (2020) 

47% (2021) 
56% (2020) 

48% (2021) 
58% (2020) 

13% (2021) 
11% (2020) 

METRIC 5 
Staff Survey 
2020-2021 

41% (2021) 
66% (2020)  

42% (2021) 
70% (2020) 

40% (2021) 
69% (2020) 

43% (2021) 
64% (2020) 

38% (2021) 
54% (2020) 

44% (2021) 
74% (2020) 

METRIC 6 
Staff Survey 
2020-2021 

36% (2021) 
36% (2020) 

37% (2021) 
26% (2020) 

39% (2021) 
32% (2020) 

31% (2021) 
36% (2020) 

28% (2021) 
60% (2020) 

38% (2021) 
36% (2020) 

METRIC 7 
Staff Survey 
2020-2021 

32% (2021) 
33% (2020)  

29 % (2021) 
33% (2020) 

24% (2021) 
30% (2020) 

47% (2021) 
36% (2020) 

32% (2021) 
32% (2020) 

33% (2021) 
34% (2020) 

METRIC 8 
Staff Survey 
2020-2021 

63% (2021) 
73% (2020)  

57% (2021) 
74% (2020) 

64% (2021) 
76% (2020) 

71% (2021) 
85% (2020) 

64% (2021) 
61% (2020) 

59% (2021) 
67% (2020) 

METRIC 9 
Staff Survey 
2020-2021 

6.29 (2021)  
6.65 (2020) 

6.17 (2021) 
6.80 (2020) 

6.09 (2021) 
6.71 (2020) 

7.40 (2021) 
6.73 (2020) 

6.63 (2021) 
6.43 (2020) 

6.42(2021) 
6.67 (2020) 

METRIC 10 
Mar 21-Mar 22 

17% (2021)  
14.29% (2020)  

N/A N/A N/A N/A N/A 

 

4. 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.  
 
 
5. 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. 

• support 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.  
 
6. Disabled staff network (Ability @ the Free) 

The trust has a disability staff network in place since 2017 to support staff with disabilities. 
The staff network name is “Ability @ the Free”. Its 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 and support 
each other with trade unions and the Chaplaincy on board. 
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7. Summary of WDES priorities for 2022/2023 

WDES 

Metric 
Action How this will be implemented 

1 Maintain and increase the 
number of staff declaring 
their disability status via 
ESR  

• 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 - 
target: 1.10 

• by reviewing recruitment information to welcome 
applications from individuals with disabilities in line 
with the de-bias recruitment toolkit, 

• Continue the implementation of diverse interview 
panels for all posts. 

• Develop and implement access to work guidance 
for staff and managers.  

3 Maintain the relative 
likelihood of disabled 
colleagues entering 
capability process at 0.00 

• Regular monitoring of Trust’s capability process. 

• Implementing the just and fair culture using QI 
methodology process for all employee relation 
cases including capability 

4 Reduce the incidence of 
disabled staff experiencing 
harassment, bullying and 
abuse from patients and the 
public. 

• Implement violence, aggression and harm 
reduction action plans locally   

• Promote pathways to speak up and raise concerns 
and encourage colleagues with disabilities to take 
up advocate and champion roles to improve 
confidence in identification and resolution of 
issues.  

5 Reduce inequality in career 
progression opportunities. 

• Roll out De-Bias Recruitment Toolkit. 

• Promote disability awareness training  
• Continue the implementation of diverse panels  

6 Reduce level of 
presenteeism experienced 
by disabled colleagues.  

• Develop and implement Disability policy with NHS 
Passport in partnership with The Ability @ The 
Free staff network and staff side partnerships. 

7 Increase satisfaction 
amongst disabled 
colleagues (reduce the gap 
in experience between 
disabled and non-disabled 
colleagues).  

• Work with the Ability @ The Free staff network to 
promote and provide opportunities for listening and 
to share stories, experiences, seek support and 
understand ‘what matters’  

8 Increase the percentage of 
disabled staff that feel that 
their request /s for 
reasonable adjustments 
have been adequately 
managed.  

• Implement pulse staff survey to capture feedback 
on a regular basis, follow up and learn the lessons 
where experience has been poor.  
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9 Increase engagement 
amongst colleagues with 
disabilities (reduce the gap 
in experience between 
disabled and non-disabled 
colleagues).  

 

• Work with the Ability @ The Free staff network to 
promote and provide opportunities for listening and 
to share stories, experiences, seek support and 
understand ‘what matters’ 

10 Increase representation at 
senior / Board level.   

• Continue to support disabled colleagues to access 
support and development internally. Actively 
pursue diversity as an objective in search for 
senior positions.  
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Appendix 1 WDES metrics report  

Detailed below is the Trust’s WDES data which was submitted in August 2022 covering the period 31 Mar 21 – 31 Mar 22 

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 (2021-2022) 

 

 Disabled 
staff in 2021 

Disabled 
staff in 2022 

Disabled 
staff in 
2021/2022 

Non-
disabled 
staff in 2021 

Non-
disabled 
staff in 2022 

Non-
disabled 
staff in 
2021/2022 

Unknown/nu
ll staff in 
2021 

Unknown/nu
ll staff in 
2022 

Unknown/nu
ll staff in 
2021/2022 

Total staff in 
2021 

Total staff in 
2022 

 Percentage 
(%) 

Percentage 
(%) 

% points 
difference   
(+/-) 

Percentage 
(%) 

Percentage 
(%) 

% points 
difference  
(+/-) 

Percentage 
(%) 

Percentage 
(%) 

% points 
difference 
(+/-) 

Headcount Headcount 

Cluster 1 
(Bands  
1 - 4) 

3.3% 3.85% +0.55 77.1% 78.16% +1.06 19.6% 18% -1.6 1352 1378 

Cluster 2 
(Band 5 - 
7) 

4.1% 4.69% +0.59 83.5% 83.85% +0.35 12.4% 11.46% -0.94 726 768 

Cluster 3 
(Bands 
8a - 8b) 

3.8% 4.80% +1 89.1% 88.65% -0.45 7.1% 6.55% -0.55 211 229 

Cluster 4 
(Bands  
8c – 9 & 
VSM) 

4.5% 6.38% +1.88 86.6% 87.94% +1.34 9% 5.67% -3.33 134 142 
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1b. Clinical workforce (2021-2022) 

 Disabled 
staff in 2021 

Disabled 
staff in 2022 

Disabled 
staff in 
2021/2022 

Non-
disabled 
staff in 2021 

Non-disabled 
staff in 2022 

Non-disabled 
staff in 
2021/2022 

Unknown/n
ull staff in 
2021 

Unknown/n
ull staff in 
2022 

Unknown/n
ull staff in 
2021/2022 

Total staff in 
2021 

Total staff in 
2022 

 Percentage 
(%) 

Percentage 
(%) 

% points 
difference   
(+/-) 

Percentage 
(%) 

Percentage 
(%) 

% points 
difference 
(+/-) 

Percentage 
(%) 

Percentage 
(%) 

% points 
difference  
(+/-) 

Headcount Headcount 

Cluster 1 (Bands 1 
- 4) 

1.9% 2.01% +0.11 85.5% 86.06% +0.56 12.6% 11.92% -0.68 1834 1837 

Cluster 2 (Band 5 - 
7) 

2.4% 2.12% -0.28 85.3% 85.67% +0.37 12.3% 11.21% -1.09 4095 4362 

Cluster 3 (Bands 
8a - 8b) 

2.2% 2.86% +0.66 78.7% 82.45% +3.75 19.1% 14.69% -4.41 445 490 

Cluster 4 (Bands 
8c – 9 & VSM) 

0% 1.64% +1.64 68.4% 72.13% +3.73 31.6% 26.23% -5.37 57 61 

Cluster 5 
(Medical and 
Dental staff, 
Consultants) 

0.7% 0.64% -0.06 71.9% 75.13% +3,23 27.4% 24.23% -3.17 766 784 

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

0% 0.97% +0.97 71.3% 71.84% +0.54 28.7% 27.18% -1.52 101 103 

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

3.2% 2.70% -0.5 89.8% 85.15% -4.65 7% 12.15% +5.15 952 963 
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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) (2019-2022) 

 

 Relative likelihood 
in 2019 

Relative likelihood 
in 2020 

Relative likelihood 
in 2021 

Relative likelihood 
difference (+-) 

2020/2021 

Relative likelihood 
in 2022 

Relative likelihood difference 
(+-) 

2021/2022 

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

1.43 1.09 

 
 
 

1.26 
+0.17 

 
 

1.25 

 
 

-0.01 

 

 

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) (2019-2022) 

 

 Relative likelihood in 
2018/19 

Relative likelihood 
in 2019/20 

Relative likelihood in 
2020/21 

Relative likelihood 
difference (+-) 

Relative likelihood in 
2021/22 

Relative likelihood 
difference (+-) 

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

0.0 0.0 

 
 
 

0.0 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) (2019-2021) 

 

 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 

Disabled staff 
responses to 

2020 NHS 
Staff Survey  

 

Non-disabled 
staff 

responses to 
2020 NHS 

Staff Survey 
 
 

% points 
difference (+/-

) between 
Disabled staff 

and non-
disabled staff  

responses 
2020 

Disabled staff 
responses to 

2021 NHS 
Staff Survey  

 

Non-disabled 
staff 

responses to 
2021 NHS 

Staff Survey 
 
 

% points 
difference (+/-) 

between 
Disabled staff 

and non-
disabled staff  

responses 2021 

 Percentage (%) Percentage (%)  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 

40.0% 33.1% -6.9% 36% 32% -4% 44% 34% -10% 

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

25.2% 16.0% -9.2% 24% 17% -7% 22% 14% -8% 

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

33.6% 24.1% -9.5% 33% 24% -9% 35% 25% -10% 

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 

49.6% 45.6% -4.0% 47% 46% -1% 45% 46% +1% 
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Metrics 5 – 8 

(Data source:  Questions 14, 11, 5, 28b, NHS Staff Survey) (2019-2021) 

 

 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 

Disabled staff 
responses to 

2020 NHS 
Staff Survey  

 

Non-disabled 
staff responses 

to 2020 NHS 
Staff Survey 

 
 

% points difference 
(+/-) between 

Disabled staff and 
non-disabled staff 
responses 2020 

Disabled 
staff 

responses 
to 2021 NHS 
Staff Survey  

 

Non-disabled 
staff 

responses to 
2021 NHS 

Staff Survey 
 
 

% points 
difference (+/-) 

between 
Disabled staff 

and non-disabled 
staff responses 

2021 

 
Percentage (%) Percentage (%)  

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. 

68.6% 75.8% +7.2% 66% 76% +10% 41% 50% +9% 

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. 

29.8% 21.7% -8.1% 36% 27% -9% 36% 27% -9% 

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

36.4% 48.3% +11.9% 33% 50% +17% 32% 45% +13% 
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Metric 9 – Disabled staff engagement 

(Data source:  NHS Staff Survey) (2019-2021) 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

the extent to 
which their 
organisation 
values their 
work. 

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

 
 

74.2% 

 
 

N/A 

 
 

N/A 

 
 

73% 

 
 

N/A 

 
 

N/A 
63% N/A N/A 

 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 

Disabled staff 
engagement 

score for 2020 
NHS Staff 

Survey  
 

Non-
disabled 

staff 
engagement 

score for 
2020 NHS 

Staff Survey 
 

Difference (+/-) 
between 

Disabled staff 
and non-

disabled staff 
engagement 
scores 2020 

Disabled staff 
engagement 

score for 2021 
NHS Staff 

Survey  
 

Non-
disabled 

staff 
engagement 

score for 
2021 NHS 

Staff Survey 
 

Difference (+/-) 
between Disabled 

staff and non-
disabled staff 

engagement scores 
2021 

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

6.58 7.1 +0.5 6.65 7.22 +0.57 6.29 6.94 +0.65 
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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 an additional joint chair with the lived experience of a disabled staff to lead the Trust’s Ability @ The Free staff network. We now have 2 Joint Chairs. 
 
Example 2: Actively involved the members of the Network and the Joint chairs in the development of the Disability Policy and the Disability Awareness training. 
 
Example 3: Virtual coffee sessions held to help address the isolation that our disabled staff are experiencing where they live alone 
 
Example 4: 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) (2020-2022) 

 

 
 

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 

Disabled 
Board 

members in 
2021 

Non-disabled 
Board members 

in 2021 

Board 
members 

with 
disability 

status 
unknown in 

2021 

% points 
difference 

(+/-) 
Between 
Disabled 
and non-
disabled 

Board 
members 
in 2021 

Disabled 
Board 

members 
in 2022 

Non-
disabled 

Board 
members in 

2022 

Board 
members 

with 
disability 

status 
unknown in 

2022 

% points 
difference 

(+/-) 
Between 
Disabled 
and non-
disabled 

Board 
members 
in 2022 

 Percentage 
(%) 

Percentage 
(%) 

Percentage 
(%) 

 Percentage 
(%) 

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% 
 
 
 

Exec = 90% 
 
 
 

Exec = 10% 
 
 
 

Total 
Board = 

0% 
 

Overall  
workforce 

= 2% 
 

Difference 
= -2% 

percentage 
points 

Exec.  Board 
Members 
=16.67% 

 
 

Exec. Board 
Members=83.33% 

 
 

Exec. Board 
Members=0% 

 
 

Total Board 
members - 

by 
Disability: 

7.69% 
 

Overall 
workforce 

2.49% 
 

Difference 
+5.2 

Exec.  
Board 

Members 
=16.6% 

Exec. Board 
Members= 

75% 

Exec. Board 
Members 
=8.33% 

Total 
Board 

members - 
by 

Disability: 
10% 

 
Overall 

workforce 
2.96% 

 
Difference 

+7.04  

Non-exec = 
0% 

 
 
 

Non-exec = 
71% 

 
 
 

Non-exec = 
29% 

 
 
 

Non-
Executive 

Board 
Members 

=0% 
 
 

Non-Exec Board 
Members=100% 

 
 

Non-Exec 
Board 

Members=0% 
 
 

Non-
Executive 

Board 
Members  

= 0% 
 

Non-Exec. 
Board 

Members= 
62.5% 

 
 

Non-Exec. 
Board 

Members= 
37.5% 

 
 

Voting = 
0% 

 
 

Voting = 
83% 

 
 

Voting = 
17% 

 
 

Voting=7.69% 
 

Voting Board 
Members=92.31% 

 
 

Voting Board 
Members=0% 

 
 

Voting= 
15.3% 

 

Voting 
Board 

Members= 
69.2% 

 

Voting Board 
Members= 

15.3% 

Non-voting 
= 0% 

Non-voting 
= 82% 

Non-voting 
= 18% 

Non-Voting 
board 

Members: 
N/A 

 

Non-Voting board 
Members: N/A 

Non-Voting 
board 

Members: 
N/A 

Non-Voting 
board 

Members: 
0% 

Non-Voting 
board 

Members: 
71.4% 

Non-Voting 
board 

Members:  
28.5% 
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APPENDIX 2 - 2021 London WDES data 
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For further information and or request in an alternative format, please contact: 

Yemisi Osibote – Head of Workforce, Staff Experience EDI 

Yemisi.Osibote@nhs.net   

mailto:Yemisi.Osibote@nhs.net

