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	Governance Pathway 
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	25/09/2023



	Purpose
	For Information
	☐
	For Assurance
	☐
	For Decision
	

	Executive Summary 

	This report shares the ten Workforce Disability Equality Standard (WDES) metrics for 2022/23, which the Trust is required to report on annually under the NHS Standard Contract.
The Trust has maintained or improved its performance against 7 of the 10 WDES metrics, and against parts of Metric 4. The Trust is performing above the 2021/22 national average on every metric except 4. a) i).
Metrics 1-3 and Metric 10 are taken from 2022/23 Trust workforce data. They show:
· WDES 1: 11.61% of the Trust's staff are Disabled.
· WDES 2: the relative likelihood of non-disabled candidates being appointed from shortlisting compared to Disabled candidates is 0.97.
· WDES 3: the relative likelihood of Disabled staff entering the formal capability process compared to non-disabled staff is 1.36. 
· WDES 10: 5.88% of the Trust's Board are Disabled. 7.14% of the voting Board members are Disabled, and 9.09% of the Executive Board members are Disabled.
Metrics 4-9a are taken from the Trust's 2022 NHS Staff Survey report. They show:
· WDES 4: 33.3% of Disabled staff have experienced harassment, bullying or abuse (HBA) from service users or members of the public in the last 12 months. 13.0% experienced HBA from managers, and 17.5% from other colleagues. 56.4% of Disabled staff said that the last time they experienced HBA they reported it.
· WDES 5: 56.4% of Disabled staff believe the Trust provides equal opportunities for career progression or promotion, compared to 62.4% of non-disabled staff.
· WDES 6: 18.6% of Disabled staff have felt pressure from their manager to come to work,
despite not feeling well enough to perform their duties, compared to 11.9% of non-disabled staff.
· WDES 7: 51.6% of Disabled staff are satisfied with the extent to which the Trust values their work, compared to 56.8% of non-disabled staff.
· WDES 8: 85.4% of Disabled staff say the Trust has made reasonable adjustments to help them carry out their work.
· WDES 9a: the staff engagement score is 6.8 for Disabled staff, and 7.0 for non-disabled staff.
Metric 9b asked if the Trust has taken action to facilitate the voices of Disabled staff to be heard. We answered yes, giving the example of the remuneration scheme for staff network members, proposed by the Disability Staff Network.
This report also shares actions taken and actions planned to improve disability equality at the Trust.

	Action Requested 

	Review the data and the actions taken, and approve the actions planned for the coming year.

	Next Steps 

	
Publication of report on the Trust's external website by 31st October 2023.

Commence actions and begin reporting against progress.



Introduction/background
The Workforce Disability Equality Standard (WDES) was introduced in 2019 to help NHS organisations, and other organisations providing NHS services, compare the workplace and career experiences of their Disabled and non-disabled staff.
As an NHS Trust, we review the ten statutory WDES metrics on an annual basis. The actions planned as a result are designed to help us close the gaps in workplace experience between our Disabled and non-disabled staff, and improve Disabled staff representation at senior management and Board level.
The actions planned are part of the Trust's Equality, Diversity and Inclusion Plan 2023-25. The plan sets out the Trust's vision, objectives and actions to tackle inequalities and improve human rights across our workplaces and services. 
Considerations/argument
2021/22 to 2022/23 data comparison
The table below shows the Trust's 2022/23 performance against each of the ten WDES metrics, compared to 2021/22 data at national, regional (TBC until publication of national 2022 WDES report) and Trust level.
Green or red in the right-hand column indicates the Trust's direction since 2021/22. The Trust has maintained or improved its performance against 7 of the 10 WDES metrics, and against parts of Metric 4. The Trust is performing above the 2021/22 national average on every metric except 4. a) i). 


	Metric
	National average 2021/22
	SPFT 2021/22
	SPFT 2022/23 

	1. Percentage of Disabled staff.
	4.2
	10.43
	11.61

	2. Relative likelihood of non-disabled applicants being appointed from shortlisting compared to Disabled applicants.
	1.09
	0.92
	0.97

	3. Relative likelihood of Disabled staff entering the formal capability process compared to non-disabled staff.
	2.01
	2.91
	1.36

	4. a) i) Percentage of Disabled staff experiencing HBA from the public in the last 12 months.
	33.0
	35.6
	33.3

	a) ii) Percentage of Disabled staff experiencing HBA from managers in the last 12 months.
	17.0
	11.3
	13.0

	a) iii) Percentage of Disabled staff experiencing HBA from other colleagues in the last 12 months.
	25.0
	18.5
	17.5

	b) Percentage of Disabled staff saying that the last time they experienced HBA they reported it.
	49.9
	62.7
	56.4

	5. Percentage of Disabled staff who believe that the Trust provides equal opportunities for career progression or promotion.
	51.3
	54.4
	56.4

	6. Percentage of Disabled staff who have felt pressure from their manager to come to work despite not feeling well enough.
	29.9
	18.2
	18.6

	7. Percentage of Disabled staff who are satisfied with the extent that the Trust values their work.
	35.1
	50.4
	51.6

	8. Percentage of Disabled staff saying that the Trust has made reasonable adjustment(s) to enable them to carry out their work.
	72.2
	83.2
	85.4

	9. a) The staff engagement score for Disabled staff.
	6.5
	6.8
	6.8

	10. Percentage Disabled Board membership.
	4.6
	0.00
	5.88



Action taken
The Trust's 2021/22 WDES action plan set out focused actions against WDES metrics 1, 3, 9 and 10, tackling disability declaration rates, entry into the formal capability process, and the engagement scored for Disabled staff. The focused actions included:

· The appointment of an Inclusive Recruitment Advisor in August 2022. The Inclusive Recruitment Advisor has reviewed the Trust's recruitment and selection processes, created a bank of guidance documents for recruiting managers, revised the Trust's job advert and job description templates, and revised the Trust's Recruitment and Selection Policy.
· Delivery of a video and roadshow, funded by the 2022 WDES Innovation Fund's Declaration Rates Award, designed to increase disability declaration rates - and the review of all equality and diversity data - on ESR. The work programme was completed in March 2023 and the video is available on YouTube: with open captions, with audio description, with BSL interpretation.
· Establishment of a remuneration system to pay colleagues who attend staff network meetings outside of their standard working hours, to ensure representation from bank staff, part time staff, night staff etc., with staff authorised to attend up to 24 one hour sessions per year. The system was proposed by the Executive Sponsor and Co-Chairs of the Trust's Disability Staff Network and implemented in September 2022.
· [bookmark: _GoBack]A partnership with disability equality charity Scope, including Scope Get Inclusive Workshops available free to all staff. The partnership launched in January 2023 and the workshops have been available to book from March 2023 onwards.
Implications 
The actions planned are part of the Trust's Equality, Diversity and Inclusion Plan 2023-25. The table below sets out each action alongside its responsible lead and the WDES metrics it is designed to impact.

	Action
	Responsible lead
	Target WDES metrics

	
	
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10

	1. Implementation of digital solution for a Centralised Reasonable Adjustments Fund (CRAF) database, including catalogue of Trust-compatible hardware, software and equipment.
	Workforce EDI Project Manager
	
	
	X
	
	X
	
	X
	X
	X
	

	2. Delivery of comms to staff on anticipatory duties of reasonable adjustments, CRAF, and Access to Work, including through Trust inductions, EDIHR training, and Inclusive Recruitment training.
	Workforce EDI Lead, EDI Lead for Service Users and Carers
	
	
	X
	
	X
	
	X
	X
	X
	

	3. Development of specific and measurable EDI objectives by all Trust Board members, to be reviewed annually.
	Workforce EDI Lead, EDI Lead for Service Users and Carers
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	4. Procurement and launch of reverse mentoring platform for all staff, to expand development opportunities for Disabled staff.
	 Workforce EDI Lead
	
	
	
	X
	X
	
	X
	
	X
	

	5. Launch of EDI Champions Network, to support disability equality work across the Trust.
	Workforce EDI Project Manager
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	6. Launch of Skill Boosters suite of EDI e-learning courses, to improve staff knowledge on neurodiversity, inclusive language, and disability equality issues.
	Workforce EDI Lead
	
	X
	X
	X
	X
	
	
	
	X
	

	7. Introduction of enhanced Staff Network Framework to improve the efficacy and reach of the Disability Staff Network, the Neurodivergent Staff Network, and the Valuing Lived Experience Mental Health Staff Network.
	Workforce EDI Project Manager
	X
	
	
	X
	
	
	X
	
	X
	

	8. Revision of Recruitment and Selection Policy and launch of Inclusive Recruitment training for recruiting managers, to improve disability equality in recruitment processes.
	Inclusive Recruitment Advisor
	X
	X
	X
	X
	X
	
	
	X
	
	



Conclusion
The Trust is dedicated to becoming an inclusive employer of choice for Disabled candidates, and to improving the workplace experiences of its Disabled staff.
The actions planned, outlined in section 3, are part of the Trust's overarching Equality, Diversity and Inclusion Plan 2023-25 and will improve the Trust's performance against the ten statutory WDES metrics.
Annexes
N/A

Report writing guidance available here
Report writing guidance available here
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