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Introduction 

 

The Workforce Disability Equality Standard (WDES) is made up of ten ‘Metrics’. These 

aim to compare the experiences of disabled and non-disabled staff in the NHS. The 

information from the WDES will be used to inform our progress in looking at the 

experience of disabled staff and act to make improvements. 

The WDES is now in its third year this report provides information about: 

• The WDES metrics in 2021 and what we plan to do to make changes where 

metrics highlight areas of concern. 

• Progress based on what we planned to do in 2020 

• This year we have worked with our Disabled Staff Network to co-produce and 

agree priority areas and action. 

What do we Mean by Disability? 

 

The WDES and our organisational Disabled Staff policy uses the term Disability in the 

context of the Social Model of Disability: 

 

A person is disabled by failure of an organisation or society to make 

adjustments that remove barriers, for example, changes to the 

environment, ways of doing things and attitudes. 

 

The Equality Act 2010 provides a legal definition: 

A person has a disability if— 

(a) the person has a physical or mental impairment, and 

(b) the impairment has a substantial and long-term adverse effect on the 

person’s ability to carry out normal day-to-day activities. 

 

Our Disability Staff network group have chosen to use Disability in their title 

because this reflects the ‘protected characteristic’ of Disability and the protection 

that the Equality Act 2010 gives against discrimination, and that it is important to 

move away from a focus on the individual but rather the barriers they experience. 



Data and Information Used in This Report   

 

The information used in this report comes from our Electronic Staff Record (ESR) 

system and from our NHS Staff Survey report. Research has shown that more staff 

disclose disability when they are completing the NHS staff survey than provide this 

information in the ESR system. The data in this report for metrics 1,2 and 3 includes 

Bank staff. 

The Percentage of Disabled Staff in our Organisation 

 

Disability 2016 2017 2018 2019 2020  2021 

Yes 8% 6% 7% 7% 7% 7% 

No 61% 78% 79% 79% 78% 77% 

Not Stated 32% 16% 14% 14% 15% 16% 

 

7% of people in our organisation identify as disabled this has been a consistent figure 

since 2018 but when we look at the number of people who respond to our staff survey 

who say they have a disability or long-term health condition (275) this suggests an 

average nearer to 9%. 

We have an improvement target to reduce the number of not known from 14% in 2019 

to below 8% by 2022. Unfortunately, the number of people not known has increased to 

16% in 2020. We did not take any action on this in 2020 partly due to the challenges of 

the Covid19 pandemic. 

 

What we plan to do in 2021/22 

Our Staff Network agree that we should take action to reduce the percentage of not 

know to 10% by July 2022.  

How we will do this 

- We will review the guidance that was produced about how to update information on 

ESR and republish this. 

- We will agree a communication plan with our Disabled Staff Network 

- We will arrange to provide reports to the staff network every three months on progress 

When will we do this? 

- we will complete these actions by December 2021 



The Percentage of Disabled Staff by Pay Band (WDES Metric 1) 

 

The Workforce Disability Equality Standard asks us to review the percentage of 

disabled staff in our pay bands compared with the percentage of staff in the overall 

workforce. This metric is reported by non – clinical and clinical staffing groups. 

 
Non – Clinical Disabled Not Disabled  Not Known 

 2019 2020 2021 2019 2020 2021 2019 2020 2021 

Bands 1 - 4 8% 8% 8% 84% 83% 80% 9% 9% 12% 

Band 5 - 7 4% 5% 7% 86% 84% 82% 10% 11% 11% 

Bands 8a - 8b 4% 6% 6% 83% 85% 80% 15% 10% 14% 

Bands 8c - 9 & VSM 16% 11% 11% 81% 74% 73% 0% 16% 16% 

          

Clinical  Disabled Not Disabled Not Known  

 2019 2020 2021 2019 2020 2021 2019 2020 2021 

Bands 1 - 4 6% 6% 7% 75% 74% 73% 19% 20% 20% 

Band 5 - 7 9% 8% 8% 81% 79% 76% 10% 13% 16% 

Bands 8a - 8b 6% 8% 9% 85% 83% 84% 10% 9% 7% 

Bands 8c - 9 & VSM 4% 8% 4% 74% 83% 81% 22% 9% 15% 

Consultants 4% 7% 8% 82% 75% 78% 14% 19% 14% 

Non-Consultants Career Grade 13% 5% 4% 50% 81% 84% 38% 14% 12% 

Medical and Dental Trainee Grades 14% 11% 10% 72% 61% 50% 19% 27% 40% 

 
The table above highlights that: 

- There is a high percentage of not know in Bands 1 to 4 in clinical areas 

- There is a high percentage of not known for Medical Trainees 

- In clinical areas there is a higher percentage of disabled people in bands 5 to 7 and 8a 

and 8b and in medical trainee grades. 

 - Although clinical bands 1 to 4 indicate 7% disabled people in clinical areas there is 

20% not known.   

In non-clinical arears there is a higher percentage of disabled people in Band 8c – 9 but 

there are low numbers of people in these groups. 

Likelihood of Disabled People Being Recruited From Shortlisting (WDES Metric 2) 

 

This question looks at the proportion of disabled people compared to non-disabled 

people appointed from shortlisting when they have applied for roles in our organisation. 

We expect this to be between 0.80 to 1.25 and in 2021 this is showing a positive score 

of 0.87. 

 



2019 2020 2021 

1.02 1.29 0.87 

 

 

It appears that in most roles there is a reasonable percentage of disabled people and 

that those who are shortlisted are likely to be recruited, despite this our Disabled Staff 

Network group highlighted that for people that currently work in our organisation their 

feedback suggests they may fear losing their job. This is because of the pressure their 

condition puts on them and they may not disclose that they are disabled because they 

are concerned that their condition and need for adjustments may not be understood.  

Members of the group have discussed examples of positive and negative experiences.  

The network would like to see positive practice being more consistent in our 

organisation and a recognition of hidden conditions. They have suggested that co -

produced action to raise awareness of hidden conditions and adjustments should take 

place. 

Disabled Staff and Formal Capability Procedures (WDES Metric 3) 

 

This metric looks at the likelihood of disabled and non-disabled staff entering our formal 

capability process. The reporting for this metric started in 2020. In 2020 our score was 

3.51 indicating that disabled staff were around three times more likely to be involved in 

capability procedures, however the number of cases was very low. In 2021 there have 

been even fewer cases and there have been no disabled staff involved in formal 

capability. 

 

2020 2021  

3.51  0.00 

Disabled Staff Experience – Harassment Bullying or Abuse (WDES Metric 4a) 

 

This question looks at disabled peoples experience of harassment bullying or abuse 

from patients / service user’s relatives or the public, managers, and colleagues. 

 

 

 

 



 

2019 2020 2020 

 
 

Not 
Disabled 

 
Disabled 

 
Not Disabled 

 
Disabled 

Benchmark Group 
Disabled 

 
From Patients / Service Users  
Relatives / Public 

28.30% 41.90% 31.30% 36.90% 31.80% 

 
From Managers  10.90% 19.30% 8.50% 18.10% 15.20% 

 
From Colleagues  13.10% 18.10% 12.10% 21.30% 13.0% 

 

Disabled staff report that they experience harassment bullying or abuse at a higher rate 

than people who are not disabled and in all the above categories our disabled staff 

experience is worse than the benchmark. 

In 2020/21 we took the following action 

• We updated incident reporting fields to take account of disability related 

harassment from service users.  

• We ensured an interface with work on bullying and harassment already taking 

place. 

• We included disability in our case work reporting. 

Disabled Staff - Harassment Bullying or Abuse Reporting (WDES Metric 4 b) 

 

The staff survey also asks if someone who has experienced harassment bullying or 

abuse has reported it, or if it was reported by a colleague. 

 

2019 2020 2020 

 
Not Disabled 

 
Disabled  

 
Not Disabled 

 
Disabled 

 
Benchmark Group 

Disabled 
 

60.5%  

 
56.5% 

  

 
63.8% 

 
52.8% 

 
58.8% 

 

Our staff survey data indicates that disabled staff do not report incidents of harassment 

bullying or abuse, this has worsened from 2019 and is also worse than the benchmark. 

 

What we plan to do in 2021/22 

Our staff network would like there to be a greater awareness of microaggressions and 

how these impact on disabled people in the organisation. The staff network also want to 



look at how working environments that ‘promote resilience’ can be developed including 

a focus on compassionate and informed management. 

How we will do this 

- We will include a focus on microaggressions in new training and resources and 

explore allyship for disabled people. 

- We will improve recording of incidents that involve disablism and ensure that disabled 

staff are included in the work of our zero-tolerance task and finish group. 

- We will work with our Disabled Staff Network colleagues in introducing the new 

Unacceptable Behaviours Policy 

- We will promote hearing the voice of disabled staff in forums such as the leaders call 

and though the chairs of the staff networks engagement group 

When will we do this? 

We will develop a detailed plan in 2021 and review progress in January 2022  

 

The Percentage of People Who Believe We Provide Equal Opportunity for Career 
Progression (WDES Metric 5) 

 

This question asks people if they believe that the organisation provides equal 

opportunity for career progression. 
 

2019 2020 2020  

 
Not Disabled 

 
Disabled 

 
Not Disabled 

 
Disabled 

Benchmark Group 
Disabled 

 
84.3% 74.5% 82.4% 78.4% 81.6% 

 

As with other staff survey questions disabled staff are much less likely to believe that 

the organisation provides equal opportunity for career progression. This may be 

associated with the areas raised by our Disabled Staff Network earlier in this report but 

in 2021/22 we will discuss this area in more detail to understand what may be 

influencing this. 

Feeling Pressure to Come to Work When Not Feeling Well Enough to Perform 
Duties (WDES Metric 6)  

 

This question looks at the percentage of people who say that they have felt pressure 

from their manager to come to work, despite not feeling well enough to perform their 

duties.  



 
 2019 2020 2020 

  
Not Disabled 

 
Disabled 

 
Not Disabled 

 
Disabled 

 
Benchmark Group 

Disabled 

 10.5% 24.1% 15.5% 21.3% 24.1% 

 

Although our organisation score is below the benchmark for this question disabled 

people are still more likely to feel under pressure to come to work when they are unwell 

than people who not, as noted above disabled staff may not disclose their condition or 

may feel that reasons for being away from work may not be fully understood by 

managers and colleagues.  

The Extent to Which the Organisation Values My Work (WDES Metric 7)  

 

This question asks if people are satisfied with how much our organisation values their 

work. 
 

2019 2020 2020 
 

 
Not Disabled 

 
Disabled 

 
Not Disabled 

 
Disabled 

Benchmark Group 
Disabled 

 
50.9% 38.3% 47.3% 36.2% 44.6% 

 

The score for this metric is well below the benchmark and for staff who are not disabled. 

As noted above this aligns with the concerns of the Disabled Staff Network discussed 

above. 

Adequate Adjustments (WDES Metric 8) 

 

This question asks people who have identified that they have a need for adjustments if 

adequate adjustments have been made. In 2020 178 people said they needed 

adjustments of these 79.2% had had adjustments made to support them in undertaking 

their work.  

 

Our main action in 200/21 was to work with our Disabled Staff Network to identify action  

2018 2019 2020 

 
Benchmark  

Our 
Organisation 

 
Benchmark  

Our 
Organisation 

 
Benchmark  

Our 
Organisation 

77.3%  78% 76.9% 73.7% 81.4% 79.2% 

 N 127  N 175  N 178 



As a result of reviewing our data and benchmarking this against other organisations and 

discussing the areas above with our Staff Network Group we have identified four areas 

for specific focus in response to the staff survey these are: 

1. Disabled staff experiencing harassment and abuse 

2. Reporting of Bullying and Harassment by disabled staff 

3. The percentage of Disabled staff who believe the organisation values their work 

4. The decrease in the percentage of Disabled staff saying they have had adequate 

adjustments. 

Some action relevant to these areas is covered in the action identified on page 7 of this 

report, in addition ... 

 

What we plan to do in 2021/22 

Our Staff Network would like us to improve line managers understanding of adequate 

adjustments and to focus on hidden disability. 

How will we do this 

 - We will co - produce resources and communications such as ‘a day in my life’, ‘Tweet 

my day’, video clips and blogs. 

- We will support the production of a training package using a similar approach to the 

Rainbow Badge training to raise awareness. 

- We will produce guidance and resources on neurodiverse conditions and adjustments  

- We will produce guidance and resources on fluctuating conditions and adjustments 

- We will audit the use of the Workplace Adjustments and Wellbeing Passport and take 

action to extend its use.  

- We will co -produce a communication plan to embed these actions. 

When will we do this? 

- We will complete these actions by March 2022 

Action to Facilitate the Voices of Disabled People (WDES Metric 9) 

 

NHS Staff survey engagement score:  
 

2018 2019 2020 

Not Disabled Disabled Benchmark Not Disabled Disabled Benchmark Not Disabled Disabled Benchmark 

6.7 6.2 6.7 6.7 6.3 6.8 6.7 6.4 6.8 

N 594 N 206  N 649 N 281  N 664 N 276  

 



There has been a year-on-year improvement in this score for disabled people in our 

organisation, but the score is still well below the score for all staff and the benchmark. 

Action to facilitate the voices of Disabled staff in our organisation in 2020/21 

 

Our Disabled Staff Network group is now well established and held its first AGM in July 

this year. The number of members (around 25) appears to be small compared to over 

200 disabled staff responding to the staff survey. Identifying action to grow the number 

of staff in the Staff Network Group is a priority. 

 

What we plan to do in 2021/22 

Strengthening and working with our Disabled Staff Network was intended to be the 

foundation of action to improve the experience of disabled staff. We have the aim of co-

producing action going forward, this takes more time but is the right and most 

productive approach. Members of the Disabled Staff Network reviewed our staff survey 

results and had several sessions in 2020/21 focused on informing action relevant to the 

WDES. We are committed to doing the best that we can to co-produce implementation 

of this action and much of it involves hearing the experiences of disabled people in our 

organisation. 

How we will do this 

We plan to review the national WDES report when it is published and review the staff 

survey 2021 results with the Staff network Group as soon as possible to continue this 

approach.  

We will be continued to liaise with Disability Sheffield and our Disabled Staff Network 

Group in our aim to be a Disability Confident Leader. 

When will we do this? 

We will take this forward throughout 2021/22 

The Diversity of Our Board (WDES Metric 10) 

 

The WDES asks us to look at the percentage difference between our Board voting 

membership and our workforce in relation to disability. 

In 2020 the difference in the percentage of disabled people on our Board and in the 

organisation was + 1.35 %. 



The difference between the organisation’s Board voting membership and the 

percentage of disabled people overall was -7%. 

The difference between the organisation’s Board membership and its organisation’s 

overall workforce, disaggregated by Executive membership of the Board is -7% 

The positive disability diversity in the Board is not reflected in voting or Executive Board 

membership. 

 

 

What we plan to do in 2021/22 

In 2021 working with the chair of the Board our recruitment and communications team 

we made changes to the way we recruit to Board positions we believe that going 

forward this approach will support development of an increasingly more diverse Board 

reflective of the diversity of the organisation, people who use our services and our local 

communities 

How we will do this 

This approach so successful that we are taking the learning into other areas of 

recruitment particularly to senior roles. 

When will we do this? 

We will take this forward throughout 2021/22 

 


