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Our vision is to build leadership for inclusion inside the organisation and in the communities and networks we serve.  To foster a healthy, inclusive, 
compassionate, and respectful culture where every member of the team feels valued and respected, and the Trust is a great place to work and to be a patient 
irrespective of background. We reflect the community we serve, and we role model and encourage others in our position as an anchor institution. 
 
INTRODUCTION  

 
1. This paper sets out the Trust Workforce Disability Equality Standards annual report for the period from 1 April 2021 to 31 March 2022 with a comparison 

from previous years. This report should be read in in conjunction with the Trust Annual Equality Report.  
 

2. Under the Equality Act 2010 a disability is considered if a person has a physical or mental impairment that has a ‘substantial’ and ‘long-term’ negative 

effect on their ability to do normal daily activities.   

 

3. The WDES and our commitment to disability equality is underpinned by the Social Model of Disability, which proposes that people are disabled because of 

societal barriers, rather than a long-term health condition. With the social model in mind, the WDES and our work in relation to disability equality, 

including neurodiversity, aims to help inform year on year improvements in reducing those barriers that impact most on the career and workplace 

experiences of Disabled staff, driving changes in attitudes, increasing employment and career opportunities, and implementing long-lasting change for 

Disabled people. 

 

4. The Workforce Disability Equality Standard (WDES) comprises of 10 metrics that compares the working and career experiences of Disabled and non-

disabled staff in the NHS. 

 

5. Data sources for the report. The data is extracted from a number of different data sources:  

• Indicators 1, 2 and 10 from Electronic Staff Record (ESR)  

• Indictor 3 from the online tracker used to record employee relations data  

• Indicators 4, 5, 6, 7, 8 and 9a are taken from the latest national Annual Staff Survey 

• Indicator 9b is a Yes/No answer 
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KEY FINDINGS MATRIX  
 

Workforce Indicator  Year 

 2019 2020 2021 2022 

1 

Percentage of total workforce 

Disabled 2.4% 2.65% 2.76% 3.50% 

Non-disabled 89% 89.50% 90.63% 90.64% 

Unknown 8.6% 7.80% 6.61% 5.80% 

2 Relative likelihood of Disabled staff compared to non-disabled staff being appointed from shortlisting across all posts 2.07 1.89 1.84 not available 

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. 

0% 0% 0% 0% 

4a(i) Disabled staff compared to non-disabled staff experiencing harassment, bullying or abuse from i) patients, 
relatives, or the public in the last 12 months. 

Disabled 32.8% 34% 30.4% 29.50% 

Non-disabled 28.6% 28% 24.4% 24.4% 

4a(ii) Disabled staff compared to non-disabled staff experiencing harassment, bullying or abuse from managers in 
the last 12 months. 

Disabled 25.7% 17% 19.9% 13.7% 

Non-disabled 14.1% 13% 13.2% 10.3% 

4a(iii) Disabled staff compared to non-disabled staff experiencing harassment, bullying or abuse from colleagues in 
the last 12 months. 

Disabled 27.7% 30.8% 29.2% 23% 

Non-disabled 20% 18.6% 18.7% 17% 

4b 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. 

Disabled 41.5% 50.9% 45.1% 41.5% 

Non-disabled 43.2% 45.6% 45.6% 47.9% 

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

Disabled 46.7% 50.7% 54.6% 49.3% 

Non-disabled 55% 54.8% 55.1% 55% 

6 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. 

Disabled 31% 31.9% 24% 27.3% 

Non-disabled 22% 22.6% 25.7% 24.9% 

7 Disabled staff compared to non-disabled staff saying that they are satisfied with the extent to which their 
organisation values their work. 

Disabled 36.5% 37% 45.5% 38.7% 

Non-disabled 48.8% 51% 53.7% 45.6% 

8 Disabled staff saying that their employer has made adequate adjustment(s) to enable them to carry out their work. 69% 65% 78% 74.4% 

9a The staff engagement score for Disabled staff, compared to non-disabled staff and the overall engagement 
score for the organisation. 

Disabled 6.8% 6.7% 7.0% 6.8% 

9b The staff engagement score for non-disabled staff compared to Disabled staff and the overall engagement 
score for the organisation. 

Non-disabled 7.3% 7.3% 7.4% 7.1% 

10 Percentage difference between the Organisation's board voting membership and its organisation's overall workforce  -2% -3% -3% -4% 
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KEY FINDINGS COMMENTARY 
 

6. Diverse workforce. Increase in the declaration rates with a corresponding increase in the number of staff survey respondents stating that they had long 
standing illness, health problem or a disability.  

− 171 (3.5%) of the workforce state that they have a disability compared to 2.4% in 2019. In comparison, 376 (16.3%) of staff survey respondents in 
2021 stated that they had a long-standing illness, health problem or disability compared to 12% in the previous year.  

 
7. Workplace adjustments. Reduction in the number of disabled staff saying the Trust had made workplace adjustments compared with the previous year. 

− 74.4% of disabled staff reported workplace adjustments had been made to enable them to carry out their work compared to 78.4% in 2020 staff 
survey. An improvement is noted when compared with 69.2% in 2018 (WDES reporting commenced) and the Trust is above average when compared 
with national benchmark median (70.9%).  
 

8. Feeling valued. Reduction in the number of disabled staff saying that they feel their work is valued compared with the previous year.  

− Disabled staff report that they feel their work is valued less (38.7%) than they did in 2020 (45.5%), and they feel more pressure to come into work 
when sick than they did in 2020.  
 

9. Differential experience. Disabled staff are more likely to experience bullying, harassment, and discrimination from colleagues (23%), managers (19.9%) 
and patients / service users (29.5%) compared to non-disabled colleagues. We see a marked improvement in comparison to the previous year however 
there is still a differential between disabled and non-disabled colleagues. The Trust reports an improvement when compared to the benchmark average 
for disabled colleagues on all three indicators.  

 
10. Pressure to come to work despite not feeling well. Increase in the number of staff with long term condition or illness saying they felt under pressure from 

their manager to come to work despite not feeling well enough to perform their duties compared to the previous year.  

− 238 (27.3%) staff reported that they felt under pressure from their manager to come to work despite not feeling well enough to perform their 
duties, an increase from the previous year at 24%.  

− this compares with 897 (23.7%) staff without long term condition or illness. The gap has widened this year between the two groups.  
 

11. Staff engagement. The gap has widened between 2021 (6.8%) compared to 2020 (7%) but the Trust is above average when compared to the national 
median score (6.4%). The gap between disabled (6.8%) and non-disabled colleagues (7.1%).   

 
12. Recruitment. Relative likelihood of non-disabled staff being appointed from shortlisting compared to disabled staff is 1.89 in 2021, shows an improvement 

compared to 2019. The Trust is unable to report on this metric this year (2022), due to the way the data has been recorded by an alternative recruitment 
platform that the Trust piloted for the year ending 31 March 2022. The new starters data for the period from 1 April 2021 to 31 March 2022, shows that 
the Trust appointed 2.23% people who declared disability, 4.21% unspecified, 0.37% did not declare and 93.18% did not have a disability.  
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CONCLUSION AND NEXT STEPS   
 
13. Our commitment to equality and inclusion continues through embedding good practice guidance within policy levers, governance arrangements at local 

level and education/upskilling of our workforce. We see progress in some areas and note the actions necessary to make more change at pace.  We have 
increased our EDI team capacity and resource with the appointment of two EDI officers and the impact of this can be seen with the advent of programmes 
being delivered at pace.  

 
a) Allyship and wellbeing. A range of educational bite-sized training modules designed to engage, support, and upskill our workforce in race equality and 

unconscious bias, launched earlier this year. New starters are engaged in our commitment to inclusion at the outset. A flexible delivery model enables 

staff to book on open sessions (including lunch and learn), and alternatively team-based sessions.   We will continue to develop, monitor, review and 

refresh as necessary. 

b) Networks and forums. Disability and Wellbeing Network’s first meeting took place in July 2022. This forum will be supported to grow and thrive, to help 

facilitate the voices of our disabled workforce through allyship and collective decision making. Executive sponsor will support with the disability 

inclusion agenda and the network in reaching in all parts of the business, raise awareness and to have a voice at the senior level of the organisation.  

c) Executive sponsor. The Director of Strategy and Sustainability is the named executive sponsor of the network and the disability equality programme.  

d) Focus on inclusion in our recruitment and promotion strategies. Our work incorporates the Model employer 6 high impact areas for recruitment 

practices and increasing representation at senior and board level. Our focus initially is to undertake a baseline audit of the systems and processes in 

place to support and encourage applications from disabled applicants and co-create a campaign focused on the benefits of employing people with 

disability, aligning these with the NHS People Promise values.  

e) Reasonable adjustments and increase in disability declaration rates. This is underpinned by guidance for managers and support outlined in the sickness 

absence policy and through advice from occupational health where staff have declared their disability. Actions this year include the launch of the health 

passport for both new employees (available at the pre-employment stages) and existing workforce. A campaign will include training and education 

sessions, guidance for managers, frequently asked questions, and support for individuals through the equality diversity and inclusion team, workforce 

team and occupational health, where appropriate. A proposed target of 6% increase in declaration rates by April 2024.   

f) Cultural Improvement Programmes includes the Improving People Practices programme, aimed at helping us to move to a more compassionate and 
restorative culture, empowering people managers and creating greater psychological safety, by enabling colleagues to raise concerns more openly. So 
that when issues arise, they are addressed at the point they arise. Enabling change through a ‘just culture’ lens underpins this work. Stakeholder 
engagement is via focus groups, targeted survey and one to one meeting. The programme is due to be completed by the end of the year.  

g) A focus on a refresh of our leadership practices to evolve the way we lead and develop our teams. The programme will focus on redefining and shaping 
the leadership framework in areas such as: 

• Supporting our staff of all levels to develop and progress with a newly defined Leadership Development Programme 

• Supporting our leaders via updated Manager’s Toolkit, Manager’s Induction and offering valuable training workshops e.g. ‘What is expected of 
you’ 
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• Implementing the Healthcare 360 Leadership Model 
 
Recommendation 

14. The Executive is asked to approve this years’ WRES report and action plan for publication on the Trust website. 
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DETAILED KEY FINDINGS  

WDES Indicator 1  

_________________________________________________________________________________________ 

Figure 1. Workforce profile by disability   

Workforce data as at 31 March 2022 shows that, 171 (3.57%) staff stated they had a disability compared to 4346 (90.64%) non-disabled and 278 (5.8%) who 
have not declared a disability.  Declaration rates have increased by 46% since 2018 and 26.8% from previous year. We have seen nearly 48% increase in 
declaration rates since March 2018 and decrease in the number of not disclosed.  

 
Staff survey results 2021 show 376 (16.4%) respondents said that they identified as having a disability of long-term health condition compared to 12% in the 
previous year. This is an increase of 35.8%. 
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Table 2 and 3. 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, split by non-clinical and clinical staff (as at 31 March 2022).  

 
Non-clinical Workforce Disabled  Non-Disabled  Not Known  Total  

 2022 2022 2022 2022 

Cluster 1: Bands1 to 4 47 5.1% 805 88.2% 61 6.7% 913 

Cluster 2: bands 5 to 7 18 6.3% 254 88.5% 15 5.2% 287 

Cluster 3: bands 8a and 8b 5 5.6% 79 88.8% 5 5.6% 89 

Cluster 4: bands 8c to VSM 3 5.9% 46 90.2% 2 3.9% 51 

Total Non-Clinical 73 5.4% 1184 88.4% 83 6.2% 1340 

 
Clinical Workforce  Disabled  Non-Disabled  Not Known  Total  

 2022 2022 2022  2022 

Cluster 1: Bands 1 to 4 18 2.0% 832 92.3% 51 5.7% 901 

Cluster 2: bands 5 to 7 62 3.8% 1501 91.0% 87 5.3% 1650 

Cluster 3: bands 8a and 8b 1 0.6% 152 93.3% 10 6.1% 163 

Cluster 4: bands 8c to VSM 0 0.0% 26 92.9% 2 7.1% 28 

Total Clinical 81 3.0% 2511 91.6% 150 5.5% 2742 

 
Table 4. Percentage of staff in medical and dental subgroups and very senior managers (including Executive Board members) compared with the percentage of 
staff in the overall workforce, split by non-clinical and clinical staff (as at 31 March 2022). 

 
Medical, Dental staff, Consultants  Disabled  Non-Disabled  Not Known  Total  

 2022 2022 2022 2022 

Medical & Dental Staff, Consultants 5 1.75% 253 88.77% 27 9.47% 285 

Medical & Dental Staff, Non-Consultants career grade 1 0.64% 148 94.87% 7 4.49% 156 

Medical & Dental Staff, Medical and dental trainee 
grades 

11 4.04% 250 91.91% 11 4.04% 272 

Total Medical and Dental 17 2.38% 651 91.30% 45 6.31% 713 
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WDES Indicator 2 

___________________________________________________________________________________________ 

 

Table 5 Recruitment - Relative likelihood of non-disabled staff being appointed from shortlisting compared to disabled staff is 1.89 in 2020 compared to 2.07 in 
2019. The data for 2022 in a reporting format due to the change in recruitment platform used by the Trust to advertise, shortlist and appointment candidates. 
The new starter data for the period from 01 April 2021 to 31 March 2022 shows that out of 807 candidates appointed, 752 (93%) did not have disability, 18 
(2.23%) declared disability, 34 (4.21%) unknown and 3 (0.37%) did not declare.   
 

2019 2021 

2.07 1.89 

 
WDES Indicator 3 

___________________________________________________________________________________________ 

  

Table 6. The relative likelihood of Disabled staff compared to non-disabled staff entering the formal capability process, as measured by entry into the formal 
capability procedure.   

 

2019 2021 

2.07 1.89 
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WDES Indicator 4 

___________________________________________________________________________________________ 

 
Figure 2. Bullying & harassment – 29.5% of Disabled staff said they experienced bullying and harassment from patients/relatives in 2021 (30.5% in 2020) and 
23% (29.2% in 2020) said they had experienced it from colleagues.  
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WDES Indicator 5 

___________________________________________________________________________________________ 

 

Figure 3. The percentage of Disabled staff compared to non-disabled staff believing that the Trust provides equal opportunities for career progression or 
promotion.  

• The 2021 survey shows reduction from 54.6% in 2020 to 49.3% in 2021. The differential gap between disabled and non-disabled colleagues is 7.3%.   
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WDES Indicator 6 

___________________________________________________________________________________________ 

 

Figure 4. The 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.  

• The 2021 survey shows an increase in the number of disabled colleagues reporting under this metric, from 25% in 2020 to 27.3% in 2021. The 
overall position has improved when compared to 31.2% reported in 2018.  
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WDES Indicator 7 

___________________________________________________________________________________________ 

Figure 5. The extent to which Disabled staff compared to non-disabled staff say that they are satisfied with the extent to which their organisation values their 

work. 
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WDES Indicator 8 

___________________________________________________________________________________________ 

 
Figure 6. Reasonable adjustments. The 2021 results show a reduction in the number of staff saying that the Trust has made adequate adjustments. Further will 
be undertaken to understand the reasons for this and to work with colleagues and manager to significantly improve this.  
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WDES Indicator 9 

___________________________________________________________________________________________ 

 

Figure 7. This is in two parts and is a score out of 10.  

a) The staff engagement score for Disabled staff, compared to non-disabled staff and the overall engagement score for the organisation, and b) which asks 
if our organisation has taken action to facilitate the voices of Disabled staff in your organisation to be heard? 

b) Staff Engagement Score 
 

In 2021 (6.8%) and 2020 (7%) the engagement score for Disabled staff responding to the survey is lower than for staff who are not disabled. The overall score 
for disabled staff shows above the median benchmark.   

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

Page 16 of 16  Ashford & St. Peter’s Hospitals NHS Foundation Trust WDES Annual Report  

 

WDES Indicator 10 

___________________________________________________________________________________________ 

Table 7. 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.  
 

 Disabled Non-disabled Unknown 

 2021 2022 2021 2022 2021 2022 

Difference (Total Board minus overall 

workforce) 

4% 3% -3% -11% -1% 8% 

Difference (Voting membership minus overall 

workforce) 

4% 4% -3% -5% -1% 1% 

Difference (Executive membership minus 

overall workforce) 

-3% -4% -4% -7% 6% 11% 

 

 


