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Purpose 

The purpose of this report is to provide a current state position of Workforce Disability 
Equality Standard performance at Isle of Wight NHS Trust.  

Information  

Assurance  

Agree  

Link to Trust Goals 

Excellent Patient Care  

Work with others to keep improving our services  

A positive experience for patients, service users and staff  

Skilled and capable staff  

Cost effective, sustainable services  

Executive Summary  

The Workforce Disability Equality Standard (WDES) requires NHS organisations to self-assess against nine 
indicators of staff experience and opportunities in the workplace.  Four of the WRES indicators relate 
specifically to workforce data; four are based on data from the National NHS Staff Survey questions; and one 
considers BME representation on Board.  
 
Key findings of the workforce race equality standard at IOW NHS Trust shows: 

 2.8% of staff have disclosed as having a disability.  40.1% of staff have chosen not to disclose. 
Therefore we do not have a true understanding of the proportion of our workforce with a disability.  
 

 The data from our staff survey shows that over 35% of people with a disability have experienced some 
form of harassment, bullying or abuse from a patient, colleague or their line manager. 
 

 People with a disability are less likely to be appointed than someone who does not have a disability 
 

 34.5% of staff with a disability feel they are put under pressure from their line manager to come to work 
when they are not fit to perform their role 
 

 24.8% of staff with a disability are not satisfied with the extent to which the organisation values their 
work. 
 

A full Equality and Diversity baseline assessment is being completed across Isle of Wight NHS Trust to enable 
the organisation to respond positively and demonstrate due regard to the legal, regulatory and commissioner 
requirements of equality and diversity.  

Key Recommendation 

This paper outlines the Trust’s Workplace Race Equality performance and high impact actions that have been 
designed and undertaken. 

The HR and OD Committee is asked to agree the actions to improve WRES performance within the Trust. 
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1. Introduction  

 

1.1. As set out in the NHS Long Term Plan, respect, equality and diversity are central to changing 
culture and will be at the heart of our workforce implementation plan. The NHS draws on a 
remarkably rich diversity of people to provide care to our patients. But we fall short in valuing 
their contributions and ensuring fair treatment and respect. NHS England, with its partners, is 
committed to tackling discrimination and creating an NHS where the talents of all staff are 
valued and developed – not least for the sake of our patients and the delivery of high quality 
healthcare.  
 

1.1 The Workforce Disability Equality Standard is an important step for the NHS and is a clear 
commitment in support of the Government’s aims of increasing the number of Disabled 
people in employment.  
 

1.2 The WDES was introduced as part of the NHS Standard Contract 2018-2019 as a 
requirement for NHS organisations in order to improve the experience for disabled staff.  
 

1.2. The Trust has launched a new equality and diversity strategy that aims to (i) enable staff to 
connect with our vision and values; (ii) respond positively to our quality, safety, operational 
and financial obligations; and (iii) recruit, retain and develop skilled and committed people. 
 

1.3. The NHS Workforce Disability Equality Standard (WDES) was launched in August 2019 and 
is designed to improve workplace experience and career opportunities for Disabled people 
working, or seeking employment, in the National Health Service (NHS). The WDES follows 
the NHS Workforce Race Equality Standard (WRES) as a tool and an enabler of change. 

 

1.4. Gathering and analysing data across the ten WDES indicators is important but improving our 
equality performance requires boards and leaders understanding the value of a diverse and 
engaged workforce.  

 

2. NHS Workforce Disability Equality Standard (WDES)  

 

2.1. Isle of Wight NHS Trust is fully committed to inclusive workplaces that are free from 
discrimination – where all staff are able to thrive and flourish based on their diverse talent. 
This is evidenced through our organisational values - enacted through our behaviours at all 
levels, robust recruitment processes; support for team working and wellbeing in the 
workplace; and active awareness of equality and inclusion requirements embedded within 
our workplace practices.  

 
3.2 Leadership of the Workforce Disability Equality Standard is achieved through Board level 

sponsorship and support of this work and is acknowledged as crucial in driving the changes 
forward. Successful equality, diversity and inclusion work, including work to implement the 
Standard, requires specialist advice and support; it is also recognised that leadership must 
come from Board level. 
 

3.3 The WDES is a set of ten specific measures (Metrics) that will enable NHS organisations to 
compare the career and workplace experiences of Disabled and non-disabled staff.  This 
information will be used by NHS organisations to understand their performance, develop 
local actions, and measure progress, against the WDES Metrics. 

 
3.4 The WDES, like the Workforce Race Equality Standard (WRES), requires NHS organisations 

to annually report on ten metrics that are indicators of inequality for disabled people within 
the workforce.  NHS organisations are expected to analyse and create action plans to 
address the disparities noted within the metrics.   
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3.5 The WDES will help NHS organisations to review their performance against ten (10) Metrics 
and produce action plans to close the gaps in career and workplace experience between 
Disabled staff and non-disabled staff1. The WDES will also encourage improvement in the 
representation of Disabled staff at NHS Trust Board level. 

 
4. Our Obligations 

 

(i) The Board to understand the principles of the Workforce Disability Equality Standard and 
ensure high level reporting of findings is embedded across Senior Committees. 

 
(ii) A Board level Sponsor to take the lead role in championing the equality and diversity at 

all levels, and ensuring our organisation is embedding any learning into our practices for 
measurable year on year improvements. 

 

(iii) Board meetings to record an annual update of WDES actions and progress. 
 

(iv) Data will be gathered across our organisation for the 10 Metrics for the WDES and will be 
published by 30 September 2019 and annually thereafter. 

 

(v) We will analyse annual data findings and consider any significant gaps and how we can 
bring in improvements where practical. 

 

(vi) We will work collaboratively with our Human Resources, Equality and Diversity, 
Organisational Development and Business Intelligence colleagues to learn from the data 
findings to demonstrate progress against a number of indicators of workforce equality, 
including a specific indicator to address the low levels of Board representation with have 
a Disability.   

 

(vii) A summary of findings and progress will be reported within our Annual Equality and 
Diversity Report for display on our website no later than 31 January 2020 and annually 
thereafter. 

 

5. Methodology  

 

5.1. The WDES Metrics 

 

5.1.1. The Workforce Disability Equality Standard (WDES) requires NHS organisations to self-
assess against ten indicators of staff experience and opportunities in the workplace.  Four 
of the WDES indicators relate specifically to workforce data; four are based on data from 
the National NHS Staff Survey questions; and one considers disabled representation on 
Board.  
 

5.1.2. The data used to report on the ten Metrics was obtained using the following Trust systems:  
 Electronic staff record (ESR) (metrics 1 & 10);   
 NHS Jobs (metric 2) 
 Employee relations Case Management system (metric 3) and;  
 NHS Staff Survey results 2018 (metrics 4, 5, 6, 7 & 8).  

The data is based on the financial year period 1st April 2018 – 31st March 2019. Specifically:  

 Metric 1 data is a snapshot of the workforce as at 31st March 2019.    
 Metric 2 data covers all recruitment shortlisting activity for the 2018-2019 financial 

period.  
 Metric 3 data is based on a two-year rolling average for the period 1st April 2017 – 31st 

March 2019. Reporting on this Metric is voluntary in year 1.  
 Metrics 4 to 9a is based on data from Isle of Wight NHS Trust’s NHS Staff Survey 2018 

results.  
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 Metric 9b information will be reported through our published WDES action plan.  
 Metric 10 data will be a snapshot as at 31st March 2019.  

 
5.2. Governance and Reporting 

 
5.2.1. The Equality and Diversity Strategy was approved by the Trust Board in May 2018 

highlighting the introduction of the Equality Standard.  All clinical and non-clinical divisions 
will be required to demonstrate how they are making a positive difference to both patients 
and staff in line with the EDS2 (Equality Standard).  Progress reports will be provided to the 
Trust Board through our annual report and through the Performance Reviews.  
 

5.2.2. The Trust submits WDES data annually to the WDES Implementation Team at NHS 
England.  With regard to WDES Metrics 4-8, which are based on staff survey responses, 
data from the 2018 NHS staff survey findings was submitted.  NHS England then publishes 
a national report based on WDES information from across the country. 

 

5.2.3. To strengthen our response to equality and diversity, the Trust launched an Equality Impact 
Group (EIG) in January 2019 and this committee will manage the implementation and 
evaluation of the Equality and Diversity plan, including WDES. 

 

5.2.4. The EIG will ensure that Isle of Wight NHS Trust is giving ‘due regard’ to  
 

“Using the indicators contained in the WDES to help improve workplace experiences, and 
representation at all levels within our workforce for Disabled staff; and assurance, through 
the provision of evidence of implementing the NHS Workforce Disability Equality 
Standard”. 
 

5.2.5. There are some concerns about the robustness of data for some of the metrics.  For 
metrics 1 & 2 there is a notably high number of people who have not disclosed disability 
(40.1%) which will have an impact on the accuracy of the data.   

 

5.2.6. In addition, the employee relations case management system has to be manually searched 
and sorted.  Therefore, the data for this metric may also be open to error and undisclosed 
disability data. 

 

5.2.7. The Trust staff survey is split into 4 divisions and reported on as 4 separate trust data.  The 
data needs to be amalgamated but this process is not very robust and the figures could be 
inaccurate. The declaration rate of disability is also higher on the staff survey than on ESR 
so the figures do not match when looking at totals (headcounts) of responses. 

 

5.2.8. Freedom to speak up Guardians and anti-bullying advisors are not collecting protected 
characteristics data.  Can this be encouraged to get a truer representation of how many 
Disabled staff compared to non-disabled staff are experiencing harassment, bullying or 
abuse at work.  

 

5.2.9. The numbers disclosed of disabled staff is a very small number. Consequently a small 
number has a disproportionate impact on the percentages e.g. 1 employee in a team of 4 
would be reported as 25%. 

 

5.2.10. The number of staff who have declared a disability on the NHS staff survey is at least 1.5 
times higher than on ESR.   
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6. Findings and Analysis 

 

6.1. WDES Metric 1: 
Percentage of staff in Agenda for Change 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.  

 
 Overall, 2.88% of the Trust’s staff have disclosed a disability, this equates to around 91 

staff. 
 

 It should be noted that 40.1% of people who have not disclosed whether they have a 
disability or not.   

 
 Representation of staff with a disability across the Trust is consistent across pay bands, 

although representation of disabled staff is lower within the Band 8-9 grouping in both 
clinical and non-clinical staff.  In addition, representation of disabled people across the 
Medical and Dental profession is lower than the rest of the Trust.   

 
The Workforce Diversity Scorecard for the Isle of Wight NHS Trust was published in June 2019 
and provides a detailed analysis of staff involvement in recruitment and selection; employee 
relations and employment banding across each protected characteristic. 
 
Equality Objective: to increase the % of employees and prospective employees willingness to 

disclosure whether they have a disability or not.   

This will include: 
 

 Greater awareness to Trust Board and Senior Leaders around equality issues (using 
patient /staff stories to highlight issues 
 

 Engaging/involving Senior Leaders with celebrations and events throughout the year to 
further improve visibility of inclusion e.g. Filipino independence day, black history month 
events 

 

 Promote success stories of staff. 
 

Table 1  High Impact Actions to be delivered by March 2020 

High Impact Actions 2019/20 

1. Design and deliver an awareness campaign, led by a member of the Trust 
Board, illustrating how personal data is used and stored by the Trust 

2. Undertake a targeted campaign aimed at staff aged between 40 and 50 years 
who, because of their age are more likely to develop a long term condition. 

3. Increase awareness of ESR Self-Service which enables employees to update 
their own personal data. 

4. Promote the benefits of declaring disability such as: 
 Access to workplace adjustments and support 
 Protection from discrimination and harassment under the Equality Act 
 Guaranteed interview scheme for new jobs or promotion 

5. Work with Occupational Health to promote updating and declaring disability 
status 
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6.2. WDES Indicator 2.  
Relative likelihood of Disabled staff compared to non-disabled staff being appointed 
from shortlisting across all posts.  
 

 Our data shows that non-disabled applicants are 1.26 times more likely to be appointed 
from shortlisting than disabled applicants.   
 

Equality Objective: to increase confidence that protected characteristic data when applying to 
work for the Trust. 
 
This will include: 

 The development of a Diversity Pledge that would be published with all vacancy media. 
 

 Raising awareness amongst recruiting managers about the benefits of employing 
someone with a disability.1 
 

Table 2  High Impact Actions to be delivered by March 2020 

High Impact Actions 2019/20 

1. Promote Mindful Employer status on all vacancy media; this shows the Trust 
commitment to supporting staff with a mental health condition. 

2. Promote Disability Confident Leader accreditation on all vacancy media 

 

6.3 WDES Indicator 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.  
(Specifically on performance not sickness)  

 
 This metric is based on data from a two-year rolling average of the current year and the 

previous year. 
 

 This year’s metrics demonstrate that disabled staff were no more likely than a non-
disabled employee to enter a formal disciplinary process than non-disabled staff.   

 
 No members of staff who entered the formal capability process had declared a disability. 

 
Equality Objective: to improve accuracy of data by encouraging ER relations team to enter 
cases onto ESR so that the data on protected characteristics is more accurate.  
 
 
6.4 WDES Indicator 4.  
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; in the last 12 months. 
 

 38.5% (244) of Disabled staff report that they experienced harassment, bullying or abuse 
from patients/services users, their relatives or other members of the public. 
 

 35.1% (242) of Disabled staff report that they experienced harassment, bullying or abuse 
from Managers. 

 
 37.7% (239) of Disabled staff report that they experienced harassment, bullying or abuse 

from other colleagues. 
 

                                                           
1
 Will not apply to all roles 
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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, in the last 12 months: 
 
 44.4% (135) of Disabled staff say that they have experienced harassment, bullying or 

abuse at work and they or a colleague reported it in the last 12 months.  
 

Equality Objective: reduce the number of people with a disability experiencing harassment, 
bullying or abuse by a patient, their relative, a colleague or their line manager. 

 
This will include: 
 
 Working with the Freedom to Speak up Guardian and Anti-bullying Advisors to get a truer 

representation of how many Disabled staff compared to non-disabled staff are 
experiencing harassment, bullying or abuse at work.  
 

 Greater awareness around disability issues amongst all groups of staff 
 

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

 65.8% (146) of Disabled staff believed that the Trust provides equal opportunities for 
career progression or promotion. 

Equality Objective: To take positive action in making links with a community project that can 
offer employment for people with a disability.  

This will include: 

 Promoting the Thames Valley Leadership Academy development opportunities aim at 
people with a disability. 
 

 Work with Care in the Garden Social Enterprise to create opportunities for people with a 
disability to gain paid work experience.  
 

6.6 WRES Indicator 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. 

 
 34.5% (197) of Disabled staff say they have felt pressure from their manager to come to 

work, despite not feeling well enough to perform their duties.  

Equality Objective: to reduce the number of staff with a disability reporting they have felt under 
pressure to come to work when they are not well enough to perform their duties. 
 
This will include: 
 

 Working with the HR Business Partners, HR Officers and Occupational Health to educate 
managers around management of people with a disability; existing and newly diagnosed.  
 

6.7 WDES Indicator 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:  

 
 24.8% (246) of Disabled staff say they are not satisfied with the extent to which their 

organisation values their work. 
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Equality Objective: to introduce Reverse Mentoring scheme. 

This will include: 

 Working with senior management team/board members to enable someone in a lower 
grade, so they can gain a better insight and understanding and the impact of their 
decisions has an impact on lower grade roles. 

 
6.8. WDES Indicator 8.  

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

 
 69.7% (155) of disabled staff feel that the Trust has made adequate adjustments to 

enable them to carry out their work. 
 

Equality Objective: all disabled staff feel that the Trust has made adequate adjustments. 
 
This will include: 

 Introduction of the disability passport which will ensure that reasonable and adequate 
adjustments are recorded.   
 

 Work with Occupational Health to record reasonable adjustments. 
 

6.9. WDES Indicator 9.  
a) The staff engagement score for disabled staff, compared to non-disabled staff and 

the overall engagement score for the organisation. 
 
 The Trusts engagement score for disabled staff is 6.1. 

 
 The Trusts engagement score for non-disabled staff is 6.5. 

 
 The overall engagement score for the organisation is 6.4. 

 
b)  Has your Trust taken action to facilitate the voices of Disabled staff in your 

organisation to be heard?  
 
The Trust has taken the following actions to facilities the voice of Disabled staff is heard: 
 
 All Disabled and non-disabled staff have the same opportunity to complete the yearly NHS 

staff survey, the monthly Trust “pulse survey” to feedback on their experiences in the 
workplace.   
 

 The Trust also promotes the use of occupational health referrals, physiotherapy referrals 
and a counselling service.   

 
 All staff can also contact the Trust Freedom to Speak up Guardians and Anti-bullying 

Advisors to raise issues in the workplace.  We also have a dedicated Mental Health 
Practitioner within the Occupational Health Service. 

 
 It is recognised that people with a disability often have customised mobile devises to meet 

their specific needs.  We have recognised this and introduced mobile technology to 
enable people to access their pay slips and rosters remotely. 

 
 At the time of writing this report we do not have a disabled staff network.  We are in the 

initial stages of setting up a staff network.   
 

Equality Objective: to set up staff networks which either provide a separate disability network or 
a joint network for all staff to feedback specific issues.   
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This will include: 

 An executive level sponsor who would show how serious these staff voices are being 
valued by the trust and they would have the authority to make changes.   
 

 Facilitate a Disability awareness session in inequalities in the workplace for disabled staff 
in January 2020. 

 
6.10. WDES Indicator 10.  

Percentage difference between the organisation’s Board voting membership and its 
organisations overall workforce disaggregated: 

 By voting membership of the board. 
 

 By executive membership of the board.  
 

Our results show that we do not have any member of the Board (voting and non-executive) 
 level declare as being disabled.  
 

Overall workforce percentage for disability is 3%. 
 

Therefore the total difference between i) total board and overall workforce; ii) voting membership 
and overall workforce; iii) executive membership and overall workforce is -3% for all three. 
 
Equality Objective: To embed a ‘Well-Led’ architecture for equality and diversity. 
 
This will include: 

 To encourage executive board level members to update their protected characteristics on 
ESR. 
 

 To improve representation of Disabled staff at NHS Trust Board level. 
 
7. Next Steps and Conclusions 

 
7.1. The Trust has launched a new Equality Standard to transform the delivery of equality and 

diversity with an aim for the Trust to be recognised not only locally but as a national centre 
of excellence for Inclusion. 
 

7.2. Address known data quality matters in particular: 
 

7.2.1. Self-declaration of equality information on the Electronic Staff Record 
7.2.2. Freedom to Speak up Guardian and Anti-bullying advisors 

  
7.3. Implement a multi-methods approach to improving WDES performance with a strong 

programme of staff engagement with protected groups to build trust and insight across all 
protected groups. 
 

7.4. The performance of Divisions will be reported to HR and OD Committee and monitored via 
the Equality Impact Group. 

 

7.5. Work with Care in the Garden Social Enterprise to create opportunities for people with a 
disability to gain paid work experience.  
 

 
  
 


