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1. Background Narrative 
Any issues of completeness of data None identified 

Any  matters relating to reliability of comparisons with previous years None identified 

 
 

2. Total Number of Staff 
Employed within this organisation at the date of the report (31

st
 March 2019) 7510 

Proportion of Disabled staff employed within this organisation at the date of the report 5.3% 

 

3. Self-Reporting 
The proportion of staff who have reported their disability status 
 
 

Disabled Staff: 5.3% 
Non-Disabled Staff: 62.5% 
Unknown/Null: 32.2% 
Other: 0% 
Prefer not to say: 0.1% 

Steps taken to improve the level of self-reporting   The personal details form that all new starters complete now includes an explanation of 
why the Trust collects monitoring information  

 Organisational communication encouraging staff to update their disability status on 
Electronic Staff Record (ESR) Employee Self Service 

 A Listening into Action conversation was held in June 2019 which included discussions on 
how to improve the declaration rate 

Steps planned during the current reporting period to improve the level of self- reporting  Implement a project plan that aims to encourage staff to update their disability status on ESR 

 



 
 

 
 

4. Workforce Data 
The period of this data refers to staff in post as at 31

st
 March 2019 

 

5. Workforce Disability Equality Indicators 

Indicator 

Type 

Indicator  Metric Description Current Year (18/19)  Narrative Action Taken and Action Planned 
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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 

 

 

Non-Clinical Disabled Staff 

Bands 1 - 4: 7% 

Band 5 - 7: 6% 

Bands 8a - 8b:10% 

Bands 8c - 9 & VSM: 7% 

Clinical Disabled Staff 

Bands 1 - 4: 6% 

Band 5 - 7: 5% 

Bands 8a - 8b: 3% 

Bands 8c - 9 & VSM: 3% 

Medical & Dental: 20% 

The highest percentage of our Non-
Clinical Disabled workforce are bands 
8a to 8b 
 
The highest percentage of our Clinical  
Disabled workforce are Medical and 
Dental 
 
There is a disparity of declaration rates 
between the ESR and the National Staff 
Survey - all NHS organisations are 
attempting to close the gap 

Action Taken 
The personal details form that all new 
starters complete now includes an 
explanation of why the Trust collects 
monitoring information 
 
Organisational communication 
encouraging staff to update their 
disability status of ESR Employee Self 
Service 
 
A Listening into Action conversation 
was held in June 2019 which included 
discussions on how to improve the 
declaration rate 
 
Action Planned 
Implement a project plan that aims to 
encourage staff to update their 
disability status on ESR 

2 Relative likelihood of Disabled staff 

compared to Non-Disabled staff being 

appointed from shortlisting across all 

posts 

0.88 Disabled staff are 0.88 times less likely 
to be appointed from shortlisting than 
Non-Disabled staff  
 
The national WDES reporting template 
incorrectly calculates this ratio as 1.13 – 
escalated to the WDES team 

Action Taken 
The Trust is signed up to the Disability 
Confident Employer Scheme 
 
The Trust will always shortlist and 
invite to interview Disabled applicants 
who meet the minimum criteria of the 
job specification  



 
 

 
 

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 

 

3.11 Disabled staff are 3.11 times more 
likely to enter the formal capability 
process than Non-Disabled staff  
 
This data is based on data from a 2 year 
rolling average of the current year and the 
previous year (2017/18 and 2018/19) and 
includes staff entering the capability 
process as a result of ill-health and 
performance 

Action Planned 
Review the Trust’s formal capability 
procedure  
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4a Percentage of Disabled staff compared 

to Non-Disabled staff experiencing 

harassment, bullying or abuse in the 

last 12 months 

 

Patients/service users, their relatives 

or other members of the public 

Disabled Staff:34% 

Non-Disabled Staff: 28% 

Managers 

Disabled Staff: 18% 

Non-Disabled Staff:12% 

Other Colleagues 

Disabled Staff: 28% 

Non-Disabled Staff:19% 

Disabled staff are more likely to 
experience harassment, bullying or 
abuse from; patients, service users, 
relatives, members of the public, 
managers and other colleagues than 
Non-Disabled staff  

Action Taken 
Staff survey results are shared with 
relevant parties to embed into their 
improvement plans such as Divisional 
management teams and the Freedom 
to Speak Up Guardian  
 
Action Planned 
Conduct a deep dive into the WDES 
2019 data to identify any 
hotspots/trends to work with divisions 
to develop plans for improvement via 
the Equality Diversity Inclusion Group 
and annual divisional reporting 

4b 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 in the last 12 

months 

Disabled Staff: 42.7% 

Non-Disabled Staff: 46.4% 

 

Disabled staff are less likely to report 
harassment, bullying or abuse at work 
than Non-Disabled staff  

Action Taken 
The Respect and Protect Prevention of 
Workplace Violence initiative and the 
associated electronic reporting devices 
aim to increase reporting levels 
 
Action Planned 
The electronic reporting devices will be 
placed in higher risk areas to increase 
reporting from all staff 
 
The Trust Police Liaison Officer will be 
undertaking information and 



 
 

 
 

understanding sessions with staff 
networks 

5 Percentage of Disabled staff compared 

to Non-Disabled staff believing that the 

Trust provides equal opportunities for 

career progression or promotion 

Disabled Staff: 82% 

Non-Disabled Staff: 89% 

Disabled staff are less likely to believe 
the Trust provides equal opportunities 
for career progression or promotion 
than Non-Disabled staff 

Action Taken 
The Disability UK Leadership Academy 
Programme was promoted across the 
organisation and Disabled staff were 
encouraged to apply and PHT staff will 
be graduating from this programme in 
September  
 
Action Planned 
Utilise the newly formed Disability Staff 
Network to understand the reasons 
behind this metric and identify actions 
for improvement  
 
Ensure staff are aware of and able to 
access information on developing their 
career  
 
Design and implement an inclusive 
talent management process in line with 
best practice with support from the 
national talent team as part of their 
pilot Trust programme 

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 

Disabled Staff: 36% 

Non-Disabled Staff: 25% 

Disabled staff are more likely to say 
they have felt pressure from their 
manager to come to work despite not 
feeling well enough than Non-Disabled 
staff 

Action Taken 
The Trust offer many wellbeing 
initiatives, some of there include: 

 A sedentary workers scheme 

 Fit 4 Work - an exercise referral 
based programme 

 Reduced cost membership of the 
wellbeing centre 

 Physiotherapy direct referral 
service 

 



 
 

 
 

Action Planned 
Educate managers about disability in 
the workplace i.e. reasonable 
adjustments, awareness campaign 

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 

Disabled Staff: 39% 

Non-Disabled Staff: 48% 

Disabled staff are less likely to say they 
are satisfied with the extent to which 
their organisation values their work 
than Non-Disabled staff 

Action Planned 
Utilise the newly formed Disability Staff 
Network to understand the reasons 
behind this metric and identify actions 
for improvement 

8 Percentage of Disabled staff saying that 

their employer has made adequate 

adjustment(s) to enable them to carry 

out their work 

76% 76% of staff with a disability say that 
their employer has made adequate 
adjustments to enable them to carry 
out their work  

Action Planned 
Educate managers about disability in 
the workplace i.e. reasonable 
adjustments 
 
With the newly formed Disability Staff 
Network: 

 Explore the development of a 
‘Disability Passport’  

 Investigate the possibility of a 
central source of funds for 
reasonable adjustments  

 Develop a Reasonable Adjustments 
Policy  

9a The staff engagement score for 

Disabled staff, compared to Non-

Disabled staff and the overall 

engagement score for the organisation 

Disabled Staff: 6.6 

Non-Disabled Staff: 7 

Disabled staff have a lower 
engagement score than Non-Disabled 
staff 

Action Planned 
Utilise the newly formed Disability Staff 
Network to understand the reasons 
behind this metric and identify actions 
for improvement  

9b Has your Trust taken action to facilitate 

the voices of Disabled staff in your 

organisation to be heard?  

Yes 

 

 Action Taken 
In June 2019 a Listening into Action 
conversation took place to identify 
ways to improve the work experience 
of Disabled staff by working together 
where a number of key themes were 
identified these were; launch a 
disability staff network, raise 



 
 

 
 

awareness of disability in the 
workplace, increase the recording 
status of disability on ESR, develop and 
implement a disability passport 
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10 Percentage difference between the 
organisation’s Board voting 
membership and its organisation’s 
overall workforce, disaggregated 

-5% This indicator highlights there is no 
representation of Disabled staff on the 
Trust Board 

Action Planned 
The Board to consider representation 
of a Disabled voting member  

 

6.  Factors or data which should be taken into consideration in assessing progress? 
None identified  

 

The actions identified in the table below are embedded within the organisations overarching Equality Diversity and Inclusion Improvement Plan 

7. Workforce Disability Equality Standard Action Plan  

Action Responsible Due Date 

Establishment of a staff network for Disabled staff, carers for Disabled people and for those who manage staff with a disability 
or have an interest 

Organisational Development  September 2019 

Update Attendance Management training to educate managers about disability in the workplace i.e. reasonable adjustments Operational HR  October 2019 

Explore the development of a ‘Disability Passport’ identifying individual needs and any reasonable adjustments which can 
move around the organisation with the individual 

Organisational Development, 
Occupational Health and 
Disability Staff Network 

October 2019 

Conduct a deep dive into the WDES 2019 data to identify any hotspots/trends to work with divisions to develop plans for 
improvement via the Equality Diversity Inclusion Group and annual divisional reporting - this information will be reviewed and 
triangulated with other relevant data 

Organisational Development, EDI 
Group and Divisional HR Business 
Partners 

October 2019 

Investigate the possibility of a central source of funds for reasonable adjustments that line managers can use to ensure 
appropriate adjustments are made in the workplace 

Organisational Development October 2019 

Occupational Health to carry out an initial review/audit and evidence what is currently happening in the Trust for staff to 
receive expedited treatment and to formalise this 

Occupational Health  November 2019 

Raising disability awareness campaign to educate all about disabilities that are hidden and visible Organisational Development, 
Communications Team and 
Disability Staff Network 

December 2019 

Implement a project plan that aims to encourage staff to update their disability status on ESR  Employee Resourcing Team, 
Organisational Development and 
Disability Staff Network 

December 2019 



 
 

 
 

Develop an adequate Reasonable Adjustments Policy that aims to support Disabled staff in the work place including 
redeployment 

Organisational Development, 
Operational HR, Occupational 
Health and Disability Staff 
Network 

January 2020 

Review the Trust’s formal capability procedure  Operational HR January 2020 

The Trust Police Liaison Officer to undertake information and understanding sessions with staff networks in regards to 
bullying and harassment 

Police Liaison Officer and 
Organisational Development 

February 2020 

Utilise the newly formed Disability Staff Network to understand the reasons behind the WDES metrics and identify actions for 
improvement 

Organisational Development and 
the Disability Staff Network 

February 2020 

Ensure staff are aware of and able to access information on developing their career  Organisational Development September 2020 

Design and implement an inclusive talent management process in line with best practice with support from the national talent 
team as part of their pilot Trust programme 

Organisational Development April 2021 

 

 

 


