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Executive 
Summary 

 

 

 

The Workforce Disability Equality Standard (WDES) is a new national standard 
mandated in the NHS Standard Contract. It reports key relevant responses on 
the national staff survey and reports disability related workforce data.  
 
The metrics indicate that staff with a disability report feeling less engaged, less 
satisfied and more likely to report harassment, bullying or abuse. They are also 
less likely to be appointed from shortlisting to vacant posts and more likely to 
enter formal capability procedures. The indicators suggest that the overall 
experience of membership for disabled staff is less likely to be a positive one 
compared to non-disabled staff. 
 

Trust strategic 
aims  
 
(please indicate which 
of the 4 aims is 
relevant to the subject 
of the report) 

Aim 1 
Best quality care 

 
Objectives 1-5 

Aim 2 
Great place to work 

 
Objectives 6-8 

Aim 3 
Improve our finances 

 
Objective 9 

Aim 4 
Strategy for the future 

 
Objective 10-12 

x x   
 

Links to well-led 
key lines of 
enquiry 
 
 
 
 

☒Is there the leadership capacity and capability to deliver high quality, sustainable 

care? 
☐Is there a clear vision and credible strategy to deliver high quality, sustainable care 

to people, and robust plans to deliver? 
☐Is there a culture of high quality, sustainable care? 

☐Are there clear responsibilities, roles and systems of accountability to support good 

governance and management? 

☒Are there clear and effective processes for managing risks, issues and 

performance? 

☐Is appropriate and accurate information being effectively processed, challenged and 

acted on? 

☐Are the people who use services, the public, staff and external partners engaged 

and involved to support high quality sustainable services? 

☒Are there robust systems and processes for learning, continuous improvement and 

innovation? 

☐How well is the trust using its resources? 

 
 

Previously 
considered by 

Committee/Group Date 

Trust Management Committee 28 August 2019  

People, Education and Research Committee 22 August 2019 
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Action required 
 

 

The Board are asked to: 

 Receive this report for assurance   

 Approve for publication (by 27 September 2019) 

 Confirm their support for the proposed action plan.   

 For assurance, to note that further reports will be provided on progress 
against the actions contained in the WDES action plan 
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Agenda Item: 15/74 
 

Trust Board meeting – 05 September 2019 
 
Workforce Disability Equality Standard Report 2018-2019 
 
Presented by: Paul da Gama, Chief People Officer  
 

 

1. Purpose  
 

1.1 The purpose of this paper is to present the Board with key findings of the Trust’s first 
annual NHS Workforce Disability Equality Standard (WDES) Report 2018-2019.  
 

1.2 The Board is asked to note the findings and support the proposed activity to address the 
gaps in experiences and outcomes for disabled staff. 
 

2. Background 

 
2.1 The WDES is a set of ten specific, measures (metrics) to enable NHS organisations to 

compare the experiences of disabled and non-disabled staff.  
 

2.2 The WDES was introduced in April 2019, and is mandated as part of the NHS Standard 
Contract. It is designed to improve workplace experience and career opportunities for 
disabled people working, or seeking employment, in the NHS. The WDES follows the NHS 
Workforce Race Equality Standard (WRES) as a tool and an enabler of change. It is highly 
likely to form part of future CQC inspections under the ‘well led’ domain. 

 
2.3 The WDES data for 2018-2019 has been submitted to NHS England via the Strategic Data 

Collection Service on 1 August 2019. We are now required to publish an annual report for 
WDES with planned action to address the gaps by 27 September 2019. 

 
2.4 A full breakdown of WRES data can be found in Appendix 1. Further to discussions with the 

WHHT Disability Task and Finish Group about suggested areas of focus for 2019-2020, an 
action plan has been produced.  

 

3. Analysis/Discussion  

 
WDES 2018-2019 Key findings  
 

3.1 The WDES and NHS staff survey metrics indicate that staff with a disability report feeling 
less engaged, less satisfied and more likely to report harassment, bullying or abuse. They 
are also less likely to be appointed from shortlisting to vacant posts and more likely to enter 
formal capability procedures. The indicators suggest that the overall experience of 
membership for disabled staff is less likely to be a positive one compared to non-disabled 
staff. 
 

3.2 Whilst the data is disappointing, the WDES is designed to improve workplace experience 
and career opportunities for disabled people working, or seeking employment in the NHS 
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(WEDS Technical Guidance 2019). The WDES provides the Trust with the opportunity to 
drive positive change and measure improvements. 
 

3.3 It should be noted that the number of colleague who self-declare as having a disability is 
very small, circa 50 people in total. This is unlikely to be a true reflection of the actual 
number of disabled people working within the Trust, but rather as a result of poor levels of 
self-declaration. The Trust is not unusual in finding itself in this situation. The reasons for 
this situation are numerous and are likely to include a misunderstanding of what constitutes 
a disability, concerns regarding possible repercussions of self-declaring oneself as being 
disabled and the majority of disabilities developing during someone career as oppose to 
their being born with a disability (with monitoring exercises usually taking place at the start 
of a person’s employment at the trust). 
 
Consequently the majority of the results below (apart from the ones linked to staff survey) 
are based upon very small sample sizes.  
 

3.4 Table 2 provides a summary of key findings: 
 

Table 1 WDES 2019-2020 key findings 
 

Workforce metric   WHHT performance based on 2018-2019 
data 

Metric 1 Percentage of staff in AfC paybands or 
medical and dental subgroups and very 
senior managers (including Executive 
Board members) compared with the 
percentage of staff in the overall 
workforce. 

The percentage of disabled staff in both the 
non-clinical and clinical workforce is low. 45 
members of staff recorded as disabled on 

ESR.  
 
The majority of employees, who declared a 
disability are found in cluster 1 (bands 1 – 4) 
and cluster 2 (bands 5 – 7) in the non-
clinical workforce. 
 
Based on the data we have there seems to 
be a slightly more representative distribution 
of disabled staff up to band 8b pay grades in 
the clinic workforce. 
 
A significant percentage of the workforce 
record as either unknown or a nil response 
(almost 30%). 

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

Non-disabled staff are 1.7 times more likely 
to be appointed from shortlisting compared 
to disabled staff. 

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. 

Disabled staff are 1.11 times more likely to 
enter formal capability than non-disabled 
staff. 

Metric 4  
Staff 
Survey 
Q13 

a) Percentage of disabled staff compared 
to non-disabled staff experiencing 
harassment, bullying or abuse from: 
i. Patients/service users, their relatives or 
other members of the public 
ii. Managers 
iii. Other colleagues 
b) 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. 

Overall disabled staff have a worse 
experience at work than that of non-disabled 
staff as reported in the NHS staff survey. 
Interestingly, non-disabled staff are more 
likely to say that they reported harassment, 
bullying or abuse in the last 12 months. 
 

 

Disabled 
Non 
Disabled 
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Metric 5 
Staff 
Survey 
Q14 

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

% of  staff 
experiencing 
harassment, bullying 
or abuse from 
patients/service 
users, their relatives 
or other members of 
the public in the last 
12 months 

30.2% 29.6% 

% of  staff 
experiencing 
harassment, bullying 
or abuse from 
managers  in the last 
12 months 

19.6% 10.7% 

% of  staff 
experiencing 
harassment, bullying 
or abuse from other 
colleagues  in the last 
12 months 

24.2% 19.6% 

% of  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 

42.3% 46.1% 

% of  staff believing 
that the Trust 
provides equal 
opportunities for 
career progression or 
promotion 

78.7% 82.4% 

% of  staff saying that 
they have felt 
pressure from their 
manager to come to 
work, despite not 
feeling well enough to 
perform their duties. 

34% 25% 

% staff saying that 
they are satisfied with 
the extent to which 
their organisation 
values their work. 

44.6% 53.2% 

 

Metric 6 
Staff 
Survey 
Q11 

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. 

Metric 7 
Staff 
Survey 
Q5 

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

Metric 8 
Staff 
Survey 
Q28b 

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

It is positive to note that 74% of disabled 
staff survey respondents stated that 
reasonable adjustments were made for 
them at work.   

Metric 9 a) The staff engagement score for 
disabled staff, compared to non-disabled 
staff and the overall engagement score for 
the organisation. 
 
 
 
b) Has your Trust taken action to facilitate 
the voices of disabled staff in your 
organisation to be heard? (Yes) or (No) 

The engagement score for disabled staff is 
lower than for non-disabled staff.  
 
Disabled 6.8 (199) 
Non- disabled: 7.1 (1149) 
Overall staff: 7.1  
 
Yes.  
 
At WHHT, now that the Trust has a 
dedicated Disability Champion, work has 
begun on setting up a staff network for staff 
with any disability / long term health 
condition.  
 
During June 2019, the Trust held a Race for 
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*Please see Appendix 1 at the end of the document for full  

 
3.4 The Trust has an established committee which invites both disabled staff, and disabled 

patients with a sensory disability to discuss changes needed to improve experiences. In 
addition, a specific task and finish group has been established and three disabled  people 
are included within the membership of this group We expect our work on moving towards 
achieving level 3 Leader status (highest possible level) of the Disability Confident scheme 
will help close the disability gap..  

 

4. Key priorities 
 
4.1  Diversity Objectives: All executive directors now have in place agreed diversity related 

objectives. In addition to having a positive impact upon achieving the underlying goals 

related to these objectives, a wider benefit will be ensuring that diversity has greater 

prominence at the most senior levels of the organisation.  

4.2  Communication: We will ensure that all areas of diversity receive higher prominence 

during 2019-20 and beyond. For example to support with the ED agenda, June’s ‘Big 5’ 

focus was dedicated to equality, with some of the following action actions having been 

undertaken:  

 Promotion of Director equality objectives 

 Showcase of various networks (disability, BME, multi-faith) 

 ED clinics with ED Manager across all 3 sites   

 Roll out of Rainbow badge campaign  

 Disability Champion posters and offer for a meeting with the new champion  

 Career drop in sessions for staff with protected characteristics   

 Focus on ED in e-update including a short film with various directors on what ED means 
to them  

 
4.3  Improving monitoring of disability: Given that the majority of disabilities ‘develop’ during 

a person’s working life, it is important to regularly ask our staff to update their disability 

status. A ‘big’ disability monitoring exercise is not only costly and time consuming; it can 

also be counter-productive in helping to encourage more employees to self-declare. 

Consequently it is intended to improve disability monitoring through two main channels: 

 Adding disability monitoring questions to our appraisal form. This will allow managers to 
have conversations with staff members who may wish to declare themselves as having a 
disability and to explore any required reasonable adjustments. 

Equality month, during which the Disability 
Champion attended all three sites, to have a 
stall in the canteen areas. The stalls were 
successful as it gave all staff the ability to 
meet the Disability Champion and to register 
if they were interested in joining the new 
staff network.  

Metric 
10 

Percentage difference between the 
organisation’s Board voting membership 
and its 
organisation’s overall workforce, 
disaggregated: 
• By voting membership of the Board. 
• By Executive membership of the Board. 

Total Board members with a disability: 0%  
Overall workforce with a disability: 1%  
 
Percentage difference: -1% 
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 Rolling our Employee Self Service, which will allow colleagues to independently change 
their disability status, as well as other protected characteristics. 

 
4.4  Improving awareness: We will undertake a number of awareness raising exercises 

including producing a manager’s guide to managing disability, as well as talks and training 
by the Trust’s disability champion. 

 
4.5  Recruitment of a full time Head of ED: Currently the trust’s ED lead is shared with Herts 

Community Trust, the intention is to cease this arrangements and to recruit a new full time 
ED lead. 

 
 

5. Risks  
 

5.1 There is a continued risk that operational pressures will trump the time and investments 
required to comprehensively address staff feedback and ensure sustainability of 
improvements as BAU. We expect the newly appointed Disability Champion and emerging 
Disability Staff Network to help ensure that there is a spread of ‘disability champions’ 
across the trust who can promote work of the network.   

 
6. Recommendation  

 
The Board are asked to: 

 Receive this report for assurance 

 Approve for publication (by 27 September 2019) 

 Confirm their support for the proposed action plan.   

 For assurance, to note that further reports will be provided on progress against the 
actions contained in the WDES action plan 

 
 
 
Paul Da Gama  
Chief People Officer  
 
5 September 2019 
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Appendix 1 – A Detailed Breakdown of the West Hertfordshire Workforce 

Disability Equality Standard (WDES) Report 2018-2019 

Metric 1 – Differences in the Agenda for Change Banding: Percentage of staff in AfC paybands or medical 

and dental subgroups and very senior managers (including Executive Board members) compared with the 

percentage of staff in the overall workforce  

Table 1: 

 

 In terms of the numbers of clinical staff, the majority of employees, who declared a 

disability are in cluster 1 (bands 1 – 4) and cluster 2 (bands 5 – 7).  

  

1a) Non Clinical Staff Disabled Non Disabled Unknown//Null
Total Number 

of Staff

Bands 1 11% (1) 56% (5) 33% (3) 9

Bands 2 2% (5) 62% (137) 35% (78) 220

Bands 3 1% (4) 65% (204) 33% (104 ) 312

Bands 4 2% (6) 62% (201) 36% (115) 322

Bands 5 0% (0) 64% (82) 36% (46) 128

Bands 6 3% (2) 62% (48) 35% (27) 77

Bands 7 0% (0) 67% (55) 33% (27) 82

Bands 8a 0% (0) 55% (27) 45% (22) 49

Bands 8b 0% (0) 71% (24 ) 29% (10) 34

Bands 8c 0% (0) 86% (19) 14% (3) 22

Bands 8d 0% (0) 75% (9) 25% (3) 12

Bands 9 0% (0) 75% (3) 25% (1) 4

VSM 0% (0) 67% (10) 33% (5) 15

Other 0% (0) 0% (0) 0% (0) 0

Cluster 1 (Bands 1 - 4) 2% (16) 63% (547) 35% (300) 863

Cluster 2 (Band 5 - 7) 1% (2) 64% (185) 35% (100) 287

Cluster 3 (Bands 8a - 8b) 0% (0) 61% (51) 39% (32) 83

Cluster 4 (Bands 8c - 9 & VSM) 0% (0) 77% (41) 23% (12) 53
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Table 2: 

 

Metric 2 – Differences in Shortlisting through to Appointment  
Relative likelihood of Disabled staff compared to non-disabled staff being appointed from shortlisting 

across all posts  

 Non-disabled staff are 1.7 times more likely to be appointed from shortlisting compared to 

disabled staff. 

Table 3: 

 

Disabled 
Non 
Disabled 

Number of shortlisted applicants 257 7838 

Number appointed from shortlisting 20 714 

Relative likelihood of shortlisting/appointed 0.08 0.09 

Relative likelihood of Disabled staff being appointed from 
shortlisting compared to Non-Disabled staff 1.17 (Ratio)   

 

  

1b) Clinical Staff Disabled Non Disabled Unknown//Null
Total Number 

of Staff

Bands 1 (0%) 0 0% (0) 0% (0) 0

Bands 2 1% (3) 78% (410) 21% (113) 526

Bands 3 2% (5) 75% (213) 23% (66) 284

Bands 4 1% (1) 79% (117) 21% (31) 149

Bands 5 1% (7) 84% (708) 15% (123) 838

Bands 6 0% (3) 70% (466) 30% (199) 668

Bands 7 1% (5) 71% (301) 28% (117) 423

Bands 8a 0% (0) 74% (89) 26% (31) 120

Bands 8b 4% (1) 65% (17) 31% (8) 26

Bands 8c 0% (0) 50% (4) 50% (4) 8

Bands 8d 0%(0) 25% (1) 75% (3) 4

Bands 9 0% (0) 50% (1) 50% (1) 2

VSM 0% (0) 100% (1) 0% (0) 1

Medical & Dental Staff, Consultants 0% (0) 60% (160) 40% (105) 265

Medical & Dental Staff, Non-

Consultants career grade
2% (1) 62% (40) 37% (24) 65

Medical & Dental Staff, Medical and 

dental trainee grades
0% (1) 82% (248) 18% (54) 303

Other 0% (0) 0% (0) 0% (0) 0

Cluster 1 (Bands 1 - 4) 1% (9) 77% (740) 22% (210) 959

Cluster 2 (Band 5 - 7) 1% (15) 76% (1475) 23% (439) 1929

Cluster 3 (Bands 8a - 8b) 1% (1) 73% (106) 27% (39) 146

Cluster 4 (Bands 8c - 9 & VSM) 0% (0) 47% (7) 53% (8) 15

Cluster 5 (Medical & Dental Staff, 

Consultants)
0% (0) 60% (160) 40% (105) 265

Cluster 6 (Medical & Dental Staff, 

Non-Consultants career grade)
2% (1) 62% (40) 37% (24) 65

Cluster 7 (Medical & Dental Staff, 

Medical and dental trainee grades)
0% (1) 82% (248) 18% (54) 303
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Metric 3 – Differences in Employees Entering a Formal Capability Process  
Relative likelihood of Disabled staff compared to non-disabled staff entering the formal capability process, 

as measured by entry into the formal capability procedure 

 Disabled staff are 1.11 times more likely to enter formal capability than non-disabled staff. 

Table 4: 

 

Disabled 
Non 
Disabled 

Number of staff in workforce 45 3599 

Number of staff entering the formal capability process 14 1008 

Likelihood of staff entering the formal capability process 0.31 0.28 

Relative likelihood of Disabled staff entering the formal 
capability process compared to Non-Disabled staff   1.11 

 

Metric 4a – Differences in Staff Experience with Bullying and Harassment 
Percentage of Disabled staff compared to non-disabled staff experiencing harassment, bullying or abuse 

from Patients/service users, their relatives or other members of the public OR Managers OR Other 

colleagues  

 Metrics 4a to 9a relate to the NHS staff survey. The data show that overall disabled staff 

have a worse experience at work than that of non-disabled staff as reported in the staff 

survey. Interestingly, non-disabled staff are more likely to say that they reported 

harassment, bullying or abuse in the last 12 months. 

Table 5: 

 

Disabled 
Non 
Disabled 

% of  staff experiencing harassment, bullying or abuse from 
patients/service users, their relatives or other members of the 
public in the last 12 months 

30.2% 29.6% 

% of  staff experiencing harassment, bullying or abuse from 
managers  in the last 12 months 

19.6% 10.7% 

% of  staff experiencing harassment, bullying or abuse from 
other colleagues  in the last 12 months 

24.2% 19.6% 
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Metric 4b – Differences in Bullying and Harassment 
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 – Data taken from the National NHS 

Survey 

Table 6: 

 

Disabled 
Non 
Disabled 

% of  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 

42.3% 46.1% 

 

Metric 5 – Differences in the Perceptions around Career Progression or Promotion 
 Percentage of Disabled staff compared to non-disabled staff believing that the Trust provides equal 

opportunities for career progression or promotion – Data taken from the National NHS Staff Survey 

Table 7: 

 

Disabled 
Non 
Disabled 

% of  staff believing that the Trust provides equal opportunities 
for career progression or promotion. 

78.7% 82.4% 

 

Metric 6 – Differences in the Pressure Employees felt to come into Work despite 

Feeling unwell 
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. 

 

Table 8: 

 

Disabled 
Non 
Disabled 

% of  staff saying that they have felt pressure from their 
manager to come to work, despite not feeling well enough to 
perform their duties. 34% 25% 

 

Metric 7 – Difference in the Perceptions around whether the Trust Values their 

Work 
Percentage of Disabled staff compared to non-disabled staff saying that they are satisfied with the extent 

to which their organisation values their work – Data taken from the National NHS Survey 

Table 9: 

 

Disabled 
Non 
Disabled 

%  staff saying that they are satisfied with the extent to which 
their organisation values their work. 

44.6% 53.2% 
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Metric 8 – Percentage of Disabled Employees Reporting that Reasonable 

Adjustments have been Made  
Percentage of Disabled staff saying that their employer has made adequate adjustment(s) to enable 

them to carry out their work  

 It is positive to note that 74% of the disabled respondents stated that reasonable 

adjustments were made for them.   

Chart 1: 

 

Metric 9a – Differences in the Level of Engagement which Staff Felt  
The staff engagement score for Disabled staff, compared to non-disabled staff and the overall 

engagement score for the organisation. – Data taken from the National NHS Survey – (only includes those 

respondents who have a disability) 

 Non disabled staff feel more engaged with the with the Trust than disabled staff – although 

it is encourgaing to see that there was only a small difference in the feeling of engagement. 

Table 10: 

 

Disabled 
Non 
Disabled 

The staff engagement score for Disabled staff, 
compared to non-disabled staff and the overall 
engagement score for the organisation. 

6.7 7.1 

 

Metric 9b – Does West Herts Allow the Voices of Disabled Staff to be Heard 
Has your Trust taken action to facilitate the voices of Disabled staff in your organisation to be heard? 

(Yes) or (No) 

Yes:   

At WHHT, we have an established committee which invites both disabled staff, and disabled patients with a 

sensory disability to discuss changes needed to improve experiences. Now that the Trust has a dedicated 

Disability Champion, work has begun on setting up a staff network for staff with any disability / long term 

health condition  

Reasonable Adjustments
Made

Reasonable Adjustments
Not Made
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During June 2019 the Trust held a Race for Equality month, during which the Disability Champion attended 

all three sites, within the hospital Trust, to have a stall in the canteen areas. The stalls were successful as it 

gave all staff the ability to meet the Disability Champion and to register if they were interested in joining 

the new staff network. 

A specific Task and Finish group has been established and three disabled people are included within the 

membership of this group.  

Metric 10 – Differences in Trust Board Membership 
Percentage difference between the organisation’s Board voting membership and its organisation’s 

overall workforce 

Table 11: 

 

Disabled 
Non 
Disabled 

Unknown//Null 
Total 
Number 
of Staff 

Total Board members 0 11 5 16 

 of which: Voting Board members 0 6 3 9 

                 : Non Voting Board members 0 5 2 7 

Total Board members 0 11 5 16 

 of which: Exec Board members 0       

                 : Non Executive Board members 0 11 5 16 

Number of staff in overall workforce 45 3600 1323 4968 

Total Board members - % by Disability 0% 69% 31%   

Voting Board Member - % by Disability 0% 67% 33%   

Non Voting Board Member - % by Disability 0% 71% 29%   

Executive Board Member - % by Disability 0% 0% 0%   

Non Executive Board Member - % by Disability 0% 69% 31%   

Overall workforce - % by Disability 1% 72% 27%   

Difference (Total Board - Overall workforce ) -1% -4% 5%   

Difference (Voting membership - Overall Workforce) 
-1% -6% 7% 

  

Difference (Executive membership - Overall 
Workforce) 

-1% -72% -27% 
  

 


