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Background 

The Workforce Disability Equality Standard (WDES) is a mandated evidence-based  
standard that aims to help improve the experiences of Disabled staff in the NHS. 
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The discrepancy between the ESR figures and the NHS Staff Survey indicates that 
we need to work on our organisational culture as well as encouraging our people to 
provide accurate and up-to-date equality data. 
 
During 2021/22 none of our people who identify with a disability entered the formal 
disability process. 
 
The Trust took part in an NHSE/I led program aimed at achieving Level 3 leadership 
Disability Confident Status. This involved working with a number of our people who 
identify with a disability and the Shaw Trust to complete a self-assessment of our 
status. This was completed and Salisbury NHS Foundation Trust achieved Level 2 
Disability Confident Employer status. 
 
With our continued ambition to achieve level 3 Leadership status, together with the 
Shaw Trust we have identified a number of actions to move us in that direction. At 
the present time these will be reviewed by the Ability Network. 
 
As mentioned previously the number of people identifying with a disability in the NHS 
Staff Survey has increased. The overall responses however have stay relatively 
similar to last year.  
 
It will be noted that the percentage of staff who do not think the organisation values 
their work has slightly risen since last year. This 8% higher for staff with a disability 
and 10% higher for those without. 
 
During the pat year we have re-established the Ability Network. They are currently 
working with their Executive Sponsor to identify a work plan which will lead to greater 
engagement with staff across the Trust. 
 
This report includes a number of recommendations a( nicuire
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CQC well-led domain 
 
Trusts that are rated outstanding in the CQC well-led domain show evidence of 
being better employers for Disabled staff. 
 
Reasonable Adjustments 
 
76.6% of Disabled staff report that they have the adjustments necessary to perform 
their duties effectively, an increase of 2.8 percentage 
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Specific Information 31st March 2022 

 

The Trust collected its data on the 31st March 2021 when our workforce consisted of 
4,041 people. 

 
 

 

 

2,804 were in clinical roles and 1,237 in non-clinical roles. 

 

 

116
3%

3731
92%

194
5% Disabled

Non-disabled

Not stated

1237
31%

2804
69%

Non-clinical Clinical
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When we look at the overall workforce, we see that 3% of our people have identified 
with a disability, 92% as non-disabled and 5% have preferred not to say. 
When we look at these numbers compared with previous yearôs figures we see that 
although the percentage has not increased more people have shared their disability 
st
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Metric 1: Percentage of staff with disabilities 
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Non-clinical: 
 

 
 
100% of non-clinical staff who identify with a disability (totalling 30) are located within 
Clusters 1 to 3 (Bands 1 to 8b). This represents a total of 3.5% of the non-clinical 
workforce.  
 
 
 
 

0% 20% 40% 60% 80% 100%

Cluster 1

Cluster 2

Cluster 3
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Clinical: 

 
90.4% of our clinical staff who identify with a disability (totalling 66) are located within 
clusters 1 to 3 (Bands 1 to 8b), this is an reduction of 5 people The remaining 9.6% 
(totalling 7) are located within clusters 6 & 7 (Medical and Dental: Non-consultant 
career grade and trainees).  
 
The total number of clinical staff who identify with a disability is 2.6%. 
 

0%
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You will see by the above graph that when we take into consideration the those who 
have left the Trust we have the following modest increases in staff: 

¶ Staff who identify with a disability = 3 

¶ Non-disabled staff = 51 

¶ 



 
 

12 
 
WDESReport2022_v1 

 

Metric 3: Staff entering the formal capability process 
 

Capability Disabled Non-disabled Unknown 

Number of 
staff in 
workforce 116 
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Despite the reduction in the number of staff completing the staff survey, the number 
of staff who have shared their disability status has increased by 11 since the 
previous year. 
 

 
 

Metric 4 – Staff Survey Question 14 

 
Staff experiencing harassment, bullying or abuse from: 

 

 
 

A total of 369 of our people stated in the Staff Survey that they had a disability 
compared to only 116 in our ESR HR records. The previous graph shows the 
breakdown of responses from the staff with a disability who responded to the staff 
survey. 
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Metric 6 – Staff survey question 11 

 
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. 
 
In 2021/22 32% of staff with a disability stated that they had felt pressure from their 
manager to come to work despite not feeling well enough. This is a reduction of 5% 
on the previous yearôs figures. In will be noted that the percentage of non-disabled 
staff has increased to 25.6%, a 5.6% increase.  

 
 

Metric 7 – Staff survey question Q4b  
 
Satisfied with the extent the organisation values my work 

 
 
28% (103) staff identifying with a disability said that they are satisfied with the extent 
to which the Trust values their work, this compares to 39% (552) of non-disabled 
staff. 
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20 20
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It will be noted that the percentage of staff who do not think the organisation values 
their work has risen slightly since last year. This is 8% higher for staff with a disability 
and 10% higher for those without. 
 
There was an additional question asked in this section: 
 
Has your Trust planned any targeted actions to increase the workplace 
satisfaction of Disabled staff? 
 
The Trust is working with the Ability network to identify actions to increase workplace 
satisfaction levels. 
 
 

Metric 8 – Staff survey question 28b 

 
Disability: organisation made adequate adjustment(s) to enable me to carry 
out work. 
Note: This NHS Staff Survey Metric only includes the responses of Disabled staff. 
 
Of the 369 disabled staff who responded to the NHS Staff Survey, 265 (71.8%) 
stated that the Trust had made adequate adjustment(s) to enable them to carry out 
their work. This is a reduction of 10.2% on last yearôs figures. 

 
There is anecdotal evidence that many staff who have minor or hidden disabilities, 
which are not identified on ESR, have received assistance from the organisation 
informally. For example: being provided with specific chairs or desks.  
 
Many of these have not been recorded as reasonable adjustments. 
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The overall engagement score for the Trust was 6.8. You will see in the above graph 
that the engagement score for those a long-term condition or illness was 6.5. This 
compares to 6.9 for those without a long-term condition or illness. 
 
Part B:  
Has your Trust taken action to facilitate the voices of Disabled staff in your 
organisation to be heard?  
 
Yes. The chair of the Ability network regularly participates in the Trustôs Strategic 
EDI Committee, whose terms of reference were recently reviewed. The Ability 
network chair is also working with the Chief people Officer and other network chairs 
to encourage wider engagement in network activities. 

 
There was an additional question: 
 
Does your organisation have a Disabled Staff Network? 
 
Yes. In the past year the Executive Sponsor for Disability has been working with 
colleagues who identify with disabilities to re-establish an Ability Network. The first 
meeting of the new network commenced in July 2022. A Chair was elected and 
monthly meetings have now been established to drive the network forward. 
 
The Ability Network is currently identifying forthcoming activities and a deliver plan 
for the coming year. The Chair is working with the Communications Team to ensure 
greater engagement across the Trust. 
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Metric 10: Percentage Board/Workforce 

 

Board Disabled 
Non-
disabled 

Not stated 

Total Board members 0 8 6 

Voting Board members 0 8 6 

                                                      
Non-voting Board members 

0 0 0 
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Support the Disability Diversity 
Champion to engage with similar 
staff networks across BSW ICS to 
facilitate the development of the 
Disability Staff Network and share 
best practice 
 

Head of Diversity & 
Inclusion 

November 
2021 
July 2022 

Ensure our people are confident to 
share up to date, relevant and 
accurate equality data through our 
ESR self-reporting process. 
Ensuring that they understand the 
benefits of doing so. 
  

Deputy Chief People Officer 
Head of Diversity & 
Inclusion 

November 
2021 

Identify the number of Reasonable 
Adjustments which have been 
agreed and implemented within the 
Trust. Calculate the cost of 
implementing these Reasonable 
Adjustments. 
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Regular Starter and Leaver reports 
to include a comparison of people 
who identify with a disability and 
those who do not. 

Head of Resourcing November 
2021 
November 
2022 

Continue to engage with EDI Leads 
and Staff Networks across the 
BSW Integrated Care System to 
share best practice and resources. 
 

Head of Diversity & 
Inclusion 
Staff Network Leads 

Ongoing 

 

WDES Action Plan 2022/23 

Develop an active and effective Ability 
Network supporting staff with 
disabilities. 

¶ Support the Disability Diversity 
Champion to establish and develop a 
Trust wide Disability Staff Network. 

¶ Work with Communications Team to 
promote network activity and encourage 
staff to take part in network activity. 

Overhaul the Trust Reasonable 
adjustment process. 

¶ 
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Research and review how the Trust 
collects data on the progress of 
individuals from application to 
appointment. This to include the 
comparison between applicants who 
identify with a disability and those who 
do not. 

¶ Work with the Head of Resourcing to 
identify a system to collect data. 

¶ Explore the reports produced by the Trac 
recruiting software 

Identify the number of people joining 
and leaving the Trust who identify as 
having a disability. 

¶ 
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Author and Sponsor 

 
 
Author:    Rex Webb, Head of Diversity and Inclusion 
                Rex.webb@nhs.net 
 
Responsible Officer: Melanie Whitfield, Chief People Officer 
                Melanie.Whitfield3@nhs.net 
 
Executive Sponsor:  Judy Dyos, Chief Nursing Officer 
                Judy.dyos@nhs.net 
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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) 

 
Note: For your Trustôs 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. 
 
Board representation Metric  
For this Metric, compare the difference for Disabled and non-disabled staff. 
 
Metric 10 
 
Percentage difference between the organisationôs Board voting membership and its 
organisationôs overall workforce, disaggregated: 
Å By voting membership of the Board. 
Å By Executive membership of the Board. 
 

 

Appendix B: WDES Clusters 

Cluster 1 AfC Band 1, 2, 3 and 4 

Cluster 2 AfC Band 5, 6 and 7
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Appendix C: Equality Act Definition of Disability 

The definition is set out in section 6 of the Equality Act 2010. It says youôre disabled 
if: 
 

¶ you have a physical or mental impairment 

¶ that impairment has a substantial and long-term adverse effect on your ability 
to carry out normal day-to-day activities 

 
Some impairments are automatically treated as a disability. Youôll be covered if you 
have: 
 

¶ cancer, including skin growths that need removing before they become 
cancerous 

¶ a visual impairment - this means youôre certified as blind, severely sight 
impaired, sight impaired or partially sighted 

¶ multiple sclerosis 

¶ an HIV infection - even if you don't have any symptoms 

¶ a severe, long-term disfigurement - for example severe facial scarring or a 
skin disease 

 
These are covered in Schedule 1, Part 1 of the Equality Act 2010 and in Regulation 
7 of the Equality Act 2010 (Disability) Regulations 2010. 
 
Please note the definition is quite wide - for example, a pt65
q
0.000008871 0 595.32 841.92 rem
0 g-3(l)12(e)-3(, )-3(a)6( pt65
q
0.000008871 0 595.32 841.92 rem
0 g-3(l)12(e)-3(, )-3(a)6>c00887048>-3<005501 )] TJ
ET
Q
q
0.000008871 0 595.32 841.92 re
W* n
BT
/F2 10 5908871 0 .92 re
W* 6(th)-5ft
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Appendix D: Reasonable Adjustments – Sec.20 

Equality 

Section 20 of the Equality Act 2010 creates a legal duty on employers which 
comprises the following three requirements. 
 

1. The first requirement is a requirement, where a provision, criterion or practice 
of A's puts a disabled person at a substantial disadvantage in relation to a 
relevant matter in comparison with persons who are not disabled, to take such 
steps as it is reasonable to have to take to avoid the disadvantage. 
 

2. The second requirement is a requirement, where a physical feature puts a 
disabled person at a substantial disadvantage in relation to a relevant matter 
in comparison with persons who are not disabled, to take such steps as it is 
reasonable to have to take to avoid the disadvantage. 
 

3. The third requirement is a requirement, where a disabled person would, but 
for the provision of an auxiliary aid, be put at a substantial disadvantage in 
relation to a relevant matter in comparison with persons who are not disabled, 
to take such steps as it is reasonable to have to take to provide the auxiliary 
aid. 

 
When must an employer make reasonable adjustments? 
An employer must consider making reasonable adjustments, involving the disabled 
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The size of an employer can be a factor. An employment tribunal may expect more 
from a large organisation than a small one because it may have greater means. 
Also, whether the employer has access to other funding, such as the Government's 
Access to Work scheme, could be another factor. The employer is responsible for 
paying the cost.  
 
An employer is not required to change the basic nature of a job. And if there are 
times when suggested adjustments are unreasonable, an employer could lawfully 
refuse to make them. 

 

 

 

 

 

 

 

 


