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	Recommendations
	The Trust Management Executive is requested to approve our workforce disability data and action plan for publishing.

The People and Culture Committee is asked to note the actions that are being taken to improve our position.

	

	Executive summary
	This document sets out the Trusts workforce data against the 10 key metrics reviewed under the Workforce Disability Equality Standards (WDES).

The standards highlight the differences between the experience of treatment of disabled staff and non-disabled staff. In summary the data comparison against the 10 standards shows:


· The Trust has only 1% of staff that have declared they consider themselves to be disabled.
· Only 2% of shortlisted disabled applicants are appointed into vacant posts across the Trust.
· In 2018/19 disabled staff were more likely to be entering a formal capability case than non-disabled staff.
· From the staff that completed the National Staff Opinion Survey in 2018 there was a higher percentage of disabled staff than non-disabled staff experiencing harassment, bullying or abuse from patients, managers or colleagues.
· 81% of disabled staff that completed the National Staff Opinion Survey in 2018 believe the Trust offers equal opportunities for career progression.
· A higher percentage of disabled staff compared to non-disabled staff report feeling pressure to come to work despite feeling unwell.
· Only 27% of disabled staff reported feeling satisfied with which the organisation values their work.
· 78% of disabled staff report reasonable adjustments being made to enable them to carry out their role.
· The engagement score for disabled staff is lower than the total staff engagement score.
· There is a 1% difference between the Trusts Board voting membership and its overall workforce; however there is a high percentage of board members whose disability status is unknown.

As this is the first year Trusts have been required to report WDES data the WDES National Report 2019 is being drafted based on the emerging data analysis where comparisons on a national, regional, trust type and trust size basis are being made and is aimed to be published in late January/early February 2020.  

However the review of the Trusts data against the ten standards, highlights actions that are required to be taken which are outlined in Appendix 1 the WDES Action Plan.
 

	

	Risk

	Key Risks 
	There is a risk that we will not fully understand the needs of our patients if we do not have a workforce representative of the local population.

	Assurance
	The data used in this report is from the 2018 National Staff Opinion Survey and the WDES 2019 reporting data.

	Assurance level
	Significant
	
	Moderate
	
	Limited
	x
	None
	

	Financial Risk
	 None identified






	1. Introduction/Background

	The Workforce Disability Equality Standard (WDES) is designed to improve workplace experience and career opportunities for disabled people either working, or seeking employment within the NHS.  

The main purpose of the WDES is to help local and national NHS organisations to review their performance against 10 key metrics. 

The standard is intended to provide impetus to ensure ‘equality’ and for action to be taken to address inequalities where people may experience unfairness and discrimination within the health and care system as a whole. The focus is to improve the diversity of the NHS for the benefit of all staff and the delivery of health care. 

This document provides our performance against the 10 key metrics and details the actions that we are taking to improve our position. The plan will be developed as we learn more from our staff about what we can do to improve as an employer and when other Trust’s data is published to we can benchmark appropriately.

	2. Issues and options

	
2.1 National and Local Contexts
Definitions of disability vary across the NHS, and it should be noted within the WDES Metrics, that the term ‘disabled compared to non-disabled’ analyses the differences in experience between those staff who have responded ‘Yes’ and ‘No’ to monitoring questions about whether they have a disability. Those staff who have not answered the question, or who have indicated that they prefer not to say, are not included in the ‘No’ data. 

Disability and long term health in Worcestershire populations

	Area
	Day to day activities limited a lot
	Day to day activities limited a little
	Day to day activities not limited

	
Worcestershire

	8.1%
	9.8%
	82.1%

	West Midlands
	9.1%
	9.9%
	81.3%

	England
	8.3%
	9.3%
	82.4%


Source: ONS - Census 2011

[bookmark: _GoBack]2.2 Workforce Disability Equality Standard 2019 – WAHT Data

Below is the data and information in response to the Workforce Disability Equality Standard for Worcestershire Acute Hospitals NHS Trust (WAHT).   

There are ten metrics.  Three of the indicators are specific to our Trust’s workforce data, five are based on data from the national staff survey, one relating to Board profile and one metric focuses on the voices of disabled staff.
	
The standard highlights the differences between the experience of treatment of disabled staff and staff who do not have a disability.

Data provided in this document is based on the financial year from 1st April 2018 to 31st March 2019. 

Where appropriate figures have been rounded to 2 decimal places and for this reason, aggregated percentages may not add to 100.  

	

	1. [bookmark: _Toc430853547][bookmark: _Toc430857080]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.  Organisations should undertake this calculation separately for non-clinical and for clinical staff



Recommendation: The Trust to encourage staff to provide their disability status with a view to reducing and ideally eliminating the number of unknown responses.                    

	
	Disabled
	
	Non Disabled
	Not stated/ Unknown
	Total staff

	Staff in Non Clinical Roles
	Verified data
	Verified data
	Verified data
	Verified data
	Verified data
	Verified data
	Verified data

	Cluster 1 (Bands 1 - 4)
	12
	1%
	617
	52%
	555
	47%
	1184

	Cluster 2 (Band 5 - 7)
	2
	1%
	141
	56%
	108
	43%
	251

	Cluster 3 (Bands 8a - 8b)
	0
	0%
	27
	51%
	26
	49%
	53

	Cluster 4 (Bands 8c - 9 & VSM)
	0
	0%
	29
	73%
	11
	28%
	40



This shows the Trust has only 1% of staff in Bands 1 to 4 and bands 5 to 7 who have stated they consider themselves to be disabled and no staff in all other bands consider themselves to be disabled, however 46% of staff in non-clinical roles have an unknown disability status.


	
	Disabled
	 
	Non Disabled
	Not stated/Unknown
	Total staff

	Staff in Clinical Roles
	Verified data
	Verified data
	Verified data
	Verified data
	Verified data
	Verified data
	Verified data

	Cluster 1 (Bands 1 - 4)
	13
	1%
	818
	68%
	365
	31%
	1196

	Cluster 2 (Band 5 - 7)
	27
	1%
	1532
	58%
	1084
	41%
	2643

	Cluster 3 (Bands 8a - 8b)
	0
	0%
	69
	46%
	82
	54%
	151

	Cluster 4 (Bands 8c - 9 & VSM)
	0
	0%
	11
	69%
	5
	31%
	16

	Cluster 5 (Medical & Dental Staff, Consultants)
	0
	0%
	176
	59%
	123
	41%
	299

	Cluster 6 (Medical & Dental Staff, Non-Consultants career grade)
	0
	0%
	77
	63%
	45
	37%
	122

	Cluster 7 (Medical & Dental Staff, Medical and dental trainee grades)
	0
	0%
	202
	89%
	24
	11%
	226



This shows the Trust has only 1% of staff in Bands 1 to 4 and bands 5 to 7  in clinical roles who have stated they consider themselves to be disabled and no staff in all other bands consider themselves to be disabled, however 37% of staff in clinical roles have an unknown disability status

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



	Descriptor – Disabled?
	NO
	YES

	Number of shortlisted applicants
	5,362
	210

	Number of appointed from shortlisting
	   878
	5

	Ratio shortlisting/appointed 
	0.16 (16%)
	0.02 (2%)



This data suggests that only 2% of disabled applicants shortlisted are appointed into posts across the Trust.


	



	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.



	Descriptor – Disabled?
	NO
	YES

	Number of staff in workforce
	3,699
	54

	Number of staff entering formal capability process
	6
	2

	Ratio shortlisting/appointed 
	0.001 (0%)
	0.037 (4%)



This data suggestss that in 2018/19 disabled staff were more likely to be entering a formal capability case than non-disabled staff.

National NHS Staff Survey Metrics - For each of the following four Staff Survey Metrics, compare the responses for both Disabled and non-disabled staff. 

2018 There were 1991 respondents, from a possible 5694 (35%)


	
4.
	[bookmark: _Toc430853550][bookmark: _Toc430857083]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.




	Descriptor - Disabled?
	Yes
	 
	No
	 

	% of  staff experiencing harassment, bullying or abuse from patients/service users, their relatives or other members of the public in the last 12 months
	129
	37.4%
	513
	32.6%

	% of  staff experiencing harassment, bullying or abuse from managers  in the last 12 months
	76
	22.2%
	250
	15.9%

	% of  staff experiencing harassment, bullying or abuse from other colleagues  in the last 12 months
	105
	30.4%
	315
	20.1%

	% 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
	62
	37.8%
	247
	39.5%




This data shows that of those staff who completed the National Staff Opinion Survey in 2018 a higher percentage of disabled staff compared to non-disabled staff state they have experienced bullying, harassment or abuse from patients, managers and colleagues. In addition only 37.8% of disabled staff state they have reported any bullying/harassment they have been subjected to.


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



	Descriptor - Disabled?
	Yes
	 
	No
	 

	% of staff believing that the Trust provides equal opportunities for career progression or promotion.
	167
	80.7%
	935
	88.1%




	6. [bookmark: _Toc430853551][bookmark: _Toc430857084]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. 



	Descriptor - Disabled?
	Yes
	 
	No
	 

	% of staff saying that they have felt pressure from their manager to come to work, despite not feeling well enough to perform their duties.
	96
	37%
	253
	28%




	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. 



	Descriptor - Disabled?
	Yes
	 
	No
	 

	% staff saying that they are satisfied with the extent to which their organisation values their work.
	92
	27%
	624
	40%



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



This NHS Staff Survey Metric only includes the responses of Disabled staff 

	% of disabled staff saying that their employer has made adequate adjustment(s) to enable them to carry out their work.
	152
	77.9%



NHS Staff Survey and the engagement of Disabled staff 

	9. The staff engagement score for Disabled staff, compared to non-disabled staff and the overall engagement score for the organisation.
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)
Note: For your Trust’s response to b)
If yes, please provide at least one practical example of current action being taken in the relevant section of your WDES annual report. If no, please include what action is planned to address this gap in your WDES annual report. Examples are listed in the WDES technical guidance.



a) 
· For disabled staff, the overall engagement score was 6.3. 
· For non-disabled staff, the overall engagement score was 6.8
· For the Trust overall, the engagement score was 6.7

b) The Trust has not taken direct action to facilitate the voices of disabled staff in our organisation to enable them to be heard.


	10. The 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.





	Descriptor - Disabled?
	Yes
	No
	Not stated
	Overall

	
	
	
	Unknown
	staff

	                 : Non-Voting Board members
	0
	3
	2
	5

	Total Board members
	0
	12
	4
	16

	 of which: Exec Board members
	0
	8
	1
	9

	                 : Non Executive Board members
	0
	4
	3
	7

	Number of staff in overall workforce
	54
	3720
	2433
	6207

	Total Board members - % by Disability
	0%
	75%
	25%
	 

	Voting Board Member - % by Disability
	0%
	82%
	18%
	 

	Non-Voting Board Member - % by Disability
	0%
	60%
	40%
	 

	Executive Board Member - % by Disability
	0%
	89%
	11%
	 

	Non Executive Board Member - % by Disability
	0%
	57%
	43%
	 

	Overall workforce - % by Disability
	1%
	60%
	39%
	 

	Difference (Total Board - Overall workforce )
	1%
	15%
	14%
	 

	Difference (Voting membership - Overall Workforce)
	1%
	22%
	21%
	 

	Difference (Executive membership - Overall Workforce)
	1%
	29%
	28%
	 



There is a 1% difference between the percentage  of disabled staff in the overall workforce and that of Trusts Board members both voting and non-voting, however there is a high percentage of board members who’s disability status is unknown and appropriate action is required to reduce the number of unknowns.



	Conclusion

	The 2019 WDES reporting is the first year of data reported and WAHT data which the Trust completed and submitted metrics for in May 2019. The data clearly shows some areas that require improvement actions in particular these are as follows:

· Improve the recording of staff’s status on ESR regarding disability.
· Improve manager’s awareness of disability discrimination in recruitment processes.
· Promotion of flexible working to support staff with long term health problems.
· Greater analysis of data to establish underlying themes or areas where remedial action is required.
· Promote more awareness of disability discrimination.
· Development of a disability staff network.
· Development of an Executive sponsor role for disability.
· Use of disability networks in all recruitment campaigns.


Attached in Appendix 1 is the Trusts proposed action plan to address each of the 10 standards which is interim as at this stage, as we do not know how we compare to other NHS organisations, data will be available from NHS England in early 2020.

Our Action Plan is therefore based on our own data at this point, and will be reviewed in the spring 2020 to ensure we meet recommended actions nationally.


	Recommendations

	The Trust Management Executive is requested to approve our workforce disability data and action plan for publishing.

The People and Culture Committee is asked to note the actions that are being taken to improve our position.

	Appendices

Appendix 1 – WDES Action Plan 2019




	Workforce Disability Equality Standard 2019	
	Page | 9



image1.jpeg
NHS

Worcestershire

Acute Hospitals
NHS Trust




