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1.0
Executive Summary
The Workforce Disability Equality Standard (WDES) is a set of ten specific measures (metrics) 
that enables NHS organisations to compare the experiences of Disabled and non-disabled 
staff. The submission was new for 2019 and like the Workforce Race Equality Standard 
(WRES) it provides an opportunity for NHS Trusts to hold up the mirror to organisational 
performance on the equality agenda and develop action plans to address areas of challenge. 

The Trust undertook several initiatives in the last 12 months and as a result demonstrates better than the 
national average scores in most metrics. 

Other Key findings include:

• The relative likelihood of disabled staff entering the formal capability process continues to be extremely low 
and demonstrates that disabled staff are not disadvantaged by the Trusts formal capability processes;

• 82.4% of disabled staff believe the Trust has made adequate adjustments to enable them to carry out their 
work, compared to 71.9% nationally;

• The engagement score of our disabled staff (6.7) is better than the national average (6.45);

• The percentage of our staff with a disability who are satisfied with the extent to which they believe we 
value their work is better than the national average; 

• The percentage of staff with a disability who believe they have experienced harassment, bullying or abuse 
from managers in last 12 months is 13.8%, this is double the comparative figure for staff without a 
disability which is 6.8%. However, the Trust figure is 2.3% lower than 2020 and is better than the national 
average; 

• The percentage of staff with a disability who believe they have experienced harassment, bullying or abuse 
from other colleagues in last 12 months is 20.4%, this compares to 11.7% of staff without a disability, but 
again this is better than the national average; 

• The Trust has no disabled staff represented across pay bands 8c – VSM in non-clinical roles.

• The percentage of our disabled staff believing that the trust provides equal opportunities for career 
progression is better than the national average.

The immediate focus of our WDES work is to ensure that no disabled staff experience a worse than average 
experience compared to disabled staff across the NHS. This is not the limit of our ambitions, and given we 
benchmark above the average for those measures where comparison is available, our workforce equality 
action plan is focused on these areas and where our scores have significantly deteriorated based on the 2021 
score. 
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The Workforce Disability Equality Standard (WDES) is mandated by the NHS Standard 
Contract and applies to all NHS Trusts and Foundation Trusts. 

Introduction 

2.0
The WDES is a data-based 
standard that uses a series of ten 
measures (metrics) to improve the 
experiences of Disabled staff in the 
NHS. All of the metrics draw from 
existing data sources (recruitment 
dataset, ESR, NHS Staff Survey, 
local HR data).

The metrics have been developed 
to capture information relating 
to the workplace and career 
experiences of Disabled staff in the 
NHS. 

The national WDES 2021 Annual 
Report has shown that Disabled 
staff have poorer experiences 
in areas such as bullying and 
harassment and attending work 
when feeling unwell, when 
compared to non-disabled staff. 

Humber Teaching NHS Foundation 
Trust is an award winning 
organisation, providing a broad 
range of care and services across a 
wide geographical area. 

We employ approximately 3,000 
staff across more than 79 sites 
at locations throughout five 
geographical areas; Hull, the 
East Riding of Yorkshire, Whitby, 
Scarborough and Ryedale.  

We provide care to a population of 
765 thousand people of all ages 
who live within an area of more 
than 4,700 square kilometres, 
which contains some areas of 
isolated rurality, dispersed major 
settlements and pockets of 
significant deprivation.

Our workforce is paramount to 
delivering high quality care for 
our patients and the organisation 
strives to be an employer of choice 
locally and one which offers long 
term employment opportunities 
combined with structured personal 

and professional development. 
Those with a disability represent 
19.1% of the East Riding 
population, 19.7% of the Humber 
population and 17.5% of the 
North Yorkshire population.
Disabled employees represent 
7.13% of Humber Teaching NHS 
Foundation Trust’s workforce. This 
report seeks to understand the 
experiences across the ten WDES 
metrics (see appendix 1) relation 
to our Disabled Staff. 

Operating across more than

79
sites

3,000
staff

Employing approximately Serving 5 

geographical areas; 
Hull, the East Riding 
of Yorkshire, Whitby, 

Scarborough and Ryedale.

Disabled 
employees 
represent19.1%

19.7%
17.5%

Those with a disability represent 7.13%

of Humber Teaching NHS Foundation 
Trust’s workforce

of the East Riding 
population

of the Humber 
population

of the North 
Yorkshire 
population

82.4% of disabled staff believe the Trust has 
made adequate adjustments to enable them to 
carry out their work.
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3.0
WDES Related Activity 

Improving the quality 
of our data
Data quality is fundamental 
in enabling us to accurately 
understand the experience of 
our workforce and supports the 
creation of effective workplans. 
In the past 12 months we 
have successfully reduced the 
number of ‘unspecified’ entries 
in ESR (HR system) for protected 
characteristics by 85.4%. This 
improvement has been achieved 
through better communication 
and ensuring that our staff 
understand the importance of this 
data and providing reassurance 
about what it is used for. We have 
also ensured that we engage our 
new starters in the importance 
of sharing this information in our 
corporate induction session.  

Implementation of 
new Bullying and 
Harassment Training 
for Managers 
In the past 12 months we have 
revised and implemented a new 
bullying and harassment training 
module in order to address 
the WDES metric pertaining 
discrimination at work from a 
manager/team leader or other 
colleague. 

Recruitment 
There has been a focus on 
improving and strengthening 
our recruitment practices over 
the last 12 months in order to 
positively impact the diversity 
of our workforce across all 
bandings in our organisation. To 
reinforce this there has been the 
implementation of training to 
promote value-based recruitment 
across the trust. We have also 
worked in collaboration with 
NHS Improvement to address 
the low representation of people 
with disabilities in bands 8c - 
VSM. Also, the development of 
Managers Fundamentals training 
has widened participation in 

Recruitment & Selection training, 
which has a focus on enhancing 
workforce diversity through 
recruitment practices. 

Empowering our staff 
networks
There has been a focus on 
ensuring that all of our colleagues 
have a voice and a role to play 
in impacting positive change 
across the organisation. We have 
revised our Equality, Diversity 
and Inclusion Working Group 
and structured it to ensure that it 
supports collaboration with the 
organisation’s Humber Ability 
Network, utilising it as a forum to 
review key policies and procedures 
that impact staff from ethnic 
minority backgrounds. There is 
Exec support for protected time 
to attend networks (subject to 
operational feasibility), and an 
Executive sponsor aligned to each 
network.

Annual Appraisal
100% target for all staff to 
benefit from an appraisal which 
includes opportunity for career 
development conversations.

Leadership 
Development 
Programmes 
A number of leadership 
development programmes 
have been developed at the 
Trust which seek to encourage 
participation of those with 
disabilities and long-term 
condition at all levels. This 
includes;

• Two ring fenced places on 
the Humber High Potential 
Development scheme for 
sponsorship by the staff 
networks. 

• Access to the Trust Leadership 
(band 4-7) and Strategic 
Leadership (8a+) programmes 
with a Trust KPI for all those in 
leadership positions to access 
this. 

As a Trust we are committed to using the WDES data and interpreting it in order to improve 
representation within the workforce. Here is a summary of some of the WDES related activity 
that we as a Trust have undertaken since the 2020/2021 report: 

There has been a focus 
on ensuring that all of our 
colleagues have a voice and 
a role to play in impacting 
positive change. 
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1a. Non-clinical workforce

Disabled staff 
in 2021

Disabled staff 
in 2022

Non-disabled 
staff in 2021

Non-disabled 
staff in 2022

Unknown/null 
staff in 2021

Unknown/null 
staff in 2022

Cluster 1 
(Bands 1–4)

6.85% (40) 6.86% (40) 71.06% (415) 74.27% (433) 22.09% (129) 18.87% (110)

Cluster 2 
(Band 5–7)

5.22% (6) 4.48% (6) 89.57% (103) 88.06% (118) 5.22% (6) 7.46% (10)

Cluster 3
(Bands 8a–8b)

13.89% (5) 12.20% (5) 77.78% (28) 80.49% (33) 8.33% (3) 7.32% (3)

Cluster 4 
(Bands 8c–9 & 
VSM)

0.00% (0) 0.00% (0) 91.67% (11) 92.31% (12) 8.33% (1) 7.69% (1)

Data Summary 

4.0
Detailed below is the organisation’s WDES data which was submitted in July 2021 covering 
the period 1st April 2021 – 31st March 2022.

Metric 1 Percentage of staff in AfC 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. (Data 
source: ESR).

1b. Clinical workforce

Disabled staff 
in 2021

Disabled staff 
in 2022

Non-disabled 
staff in 2021

Non-disabled 
staff in 2022

Unknown/null 
staff in 2021

Unknown/null 
staff in 2022

Cluster 1 
(Bands 1–4)

6.48% (48) 6.46% (50) 68.96% (511) 74.16% (574) 24.56% (182) 19.38% (150)

Cluster 2 
(Band 5–7)

6.98% (82) 7.88% (98) 74.98% (881) 73.53% (914) 18.04% (212) 18.58% (231)

Cluster 3
(Bands 8a–8b)

6.76% (10) 5.84% (9) 83.78% (124) 81.82% (126) 9.46% (14) 12.34% (19)

Cluster 4 
(Bands 8c–9 & 
VSM)

3.70% (1) 3.57% (1) 85.19% (23) 92.86% (26) 11.11% (3) 3.57% (1)

Cluster 5
(Medical and 
Dental staff, 
Consultants)

3.23% (1) 2.63% (1) 87.10% (27) 76.32% (29) 9.68% (3) 21.05% (8)

Disabled staff 
in 2021

Disabled staff 
in 2022

Non-disabled 
staff in 2021

Non-disabled 
staff in 2022

Unknown/null 
staff in 2021

Unknown/null 
staff in 2022

Cluster 6 
(Medical 
and Dental 
staff, Non-
consultant 
career grade)

7.14% (1) 9.09% (1) 71.43% (10) 72.73% (8) 21.43% (3) 18.18% (2)

Cluster 7 
(Medical and 
Dental staff, 
Medical and 
Dental trainee 
grades)

17.65% (3) 15.00% (3) 64.71% (11) 50.00% (10)) 17.65% (3) 35.00% (7)

Metric 2021/2022 2020/2021
National Figures 

(2021)

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

1.1 0.18 1.11*

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 1.94*

4a.  Staff experiencing harassment, bullying or 
abuse from patients/ service users, their 
relatives or other members of the public in 
the last 12 months 

Disabled 30%
Non-Disabled 24.5%

Disabled 29%
Non-Disabled 20.1%

Disabled/LTC 33%**
Non-disabled 25.8%**

4b.  Staff experiencing harassment, bullying 
or abuse from managers in the last 12 
months

Disabled 13.8%
Non-Disabled 6.8%

Disabled 16.1%
Non-Disabled 6.8%

Disabled/LTC 17.2%**
Non-disabled 9.8%**

4c.  Staff experiencing harassment, bullying or 
abuse from other colleagues in the last 12 
months

Disabled 20.4%
Non-Disabled 11.7%

Disabled 15.7%
Non-Disabled 11.2%

Disabled/LTC 25.3%**
Non-disabled 16.6%**

4d.  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

Disabled 58.7%
Non-Disabled 59.5%

Disabled 56.3%
Non-Disabled 54.9%

Disabled/LTC 49.7%**
Non-disabled 48.3%**

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

Disabled 53.6%
Non-Disabled 60.9%

Disabled 52.5%
Non-Disabled 58.8%

Disabled/LTC 51%**
Non-disabled 57%**

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.

Disabled 24.4%
Non-Disabled 13.3%

Disabled 24.6%
Non-Disabled 15.2%

Disabled/LTC 30.2%**
Non-disabled 22.2%**
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Metric 2021/2022 2020/2021
National Figures 

(2021)

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.

Disabled 45.3%
Non-Disabled 51.7%

Disabled 49.3%
Non-Disabled 54%

Disabled/LTC 34.7%**
Non-disabled 44.6%**

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

Disabled 82.4% Disabled 80.5% Disabled/LTC 71.9%**

9.  The staff engagement score for Disabled 
staff, compared to non-disabled staff.

Disabled 6.7
Org average 7.0

Disabled 6.8
Org average 7.1

Disabled/LTC 6.45**
Non-disabled 6.97**

10.  Percentage difference between the 
organisation’s board voting membership 
and its organisation’s overall workforce.

6.77% 6.7%

*2021 NHS WDES Report **2021 NHS Staff Survey Results

WDES 
Metric

Description

1
Percentage of staff in AfC 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.

Disabled representation in the workforce remains similar to the previous year. 6.77% of the workforce 
identifies as being disabled which is a small increase on the previous year’s figure of 6.7%, however there 
continues to be no disabled staff represented across pay bands 8c – VSM in non-clinical roles and there has 
been a decline in cluster 7 clinical roles for staff with a disability or long-term condition. 

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

The relative likelihood of disabled staff being appointed from shortlisting is 1.1 which is a decline on the 
previous year of 0.18. The Trust aligns to the nationally reported figure of 1.11.

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.

The relative likelihood of disabled staff entering the formal capability process continues to be extremely low 
and demonstrates that disabled staff are not disadvantaged by the Trusts formal disciplinary processes.

4a
Staff experiencing harassment, bullying or abuse from patients/ service users, their 
relatives or other members of the public in the last 12 months.

30% of disabled staff reported experiencing harassment, bullying or abuse from patients, relatives or the 
public in the last 12 months. Despite a 1% deterioration from the previous year, this is still better than the 
national average of 33%.

4b Staff experiencing harassment, bullying or abuse from managers in the last 12 months.

13.8% of disabled staff reported experiencing harassment, bullying or abuse from a manager in the last 12 
months. This is a decrease of 2.3% on 2020 figure and is better than the national average of 17.2%.

Summary of Progress

5.0
Below is a brief summary of the Trust’s progress against each metric. 
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WRES 
Indicator 

Description

4c
Staff experiencing harassment, bullying or abuse from other colleagues in the last 12 
months.

20.4% of disabled staff reported experiencing harassment, bullying or abuse from other colleagues in the 
last 12 months. This is an increase of 4.7% on 2020 figure but is still below the national average of 25.3% 
given the increase, this needs to be closely monitored in 2022/23.

4d
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.

58.7% of disabled staff reported the last time they experienced harassment, bullying or abuse at work they 
or a colleague reported it. this is better than the national average of 49.7%.

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

53.8% of disabled staff believe the Trust provides equal opportunity for career progression or promotion. 
This is better than the national average of 51%.

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.

24.4% of disabled staff believe they have felt pressure from their manager to come to work, despite not 
feeling well enough to perform their duties. This is better than the national average of 30.2%. 

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.

45.3% of disabled staff were satisfied with the extent to which the Trust values their work. This is better 
than the national average of 34.7%.

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

82.4% of disabled staff believe the Trust has made adequate adjustments to enable them to carry out their 
work, an increase on 80.5% in 2020. This is better than the national average.

9 The staff engagement score for Disabled staff, compared to non-disabled staff.

The engagement score of disabled staff (6.7) is better than the national average of 6.45.

10
Percentage difference between the organisation’s board voting membership and its 
organisation’s overall workforce.

The Trust board has gone through some changes over the past 12 months where new additions have 
undeclared ESR disability declarations and this is being resolved through data cleansing. 

Trust performance in most indicators is better than the NHS average. Whilst we would like to 
be leading in all indicators, the focus and attention will be on those areas that are below the 
national average, or in relation to indicator 1, where representation is at its lowest. As such, 
the focus of the action plan will be around the following areas:-

• Improving representation, particularly at Band 8c to VSM in the Trust

The Trust’s workforce equality action plan is attached at Appendix 1.

Conclusion 

6.0
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Appendix 1 
Trust equality action plan 2022/23 

Action

Reduce the number of ‘unspecified’ in staff records.

Deliver bullying and harassment awareness training for managers.

Quarterly workforce E&D deep dive report. 

Investigations Toolkit to be produced to ensure consistency and fairness of approach.

Review and revise the Disciplinary Policy and Procedure. To include template letters and forms.

ED&I Recruitment Deep Dive (from data in TRAC).

Move requesting flexible working process to ESR.

Review and revise the Bullying and Harassment Policy and Procedure.

IT solution for Job Evaluation in the trust.

Explore the NHS Rainbow Badge scheme.

Review and revise the Trust Behavioural Standards.

Produce a Trust 22/23 Equality, Diversity, and Inclusion Annual Report.

Quarterly workforce E&D deep dive report.

Produce a Gender Pay Gap Report 2022/3.

Review and revise the Job Evaluation policy and procedure and toolkit.

Provide career coaching and mentoring for staff and self-confidence sessions to increase the confidence for women to 
apply for promotion.

Produce a costed proposal for reverse mentoring.

To continue to promote the Humber High Potential Development Scheme to BAME and disabled staff.

To continue to promote the Leader and Senior Leadership programmes to BAME and disabled staff.

To continue to promote NHSI targeted development to our BAME and disabled staff.

ED&I Workforce Lead to review the advertising strategy for band 8c - VSM roles to ensure roles are promoted as widely 
as possible and targeting those who are BAME and/or disabled.

To develop a ‘respect’ campaign across the Trust (this will be aimed at patients and service users as well as staff).To 
adopt a zero tolerance approach to staff not completing their ED&I training.

Metric Data Source

Metric 1 - Percentage of staff in AfC 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. 

ESR

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

Trust’s recruitment data

Metric 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.

Trust’s HR data

Metric 4 – Percentage of Disabled staff compared to non-
disabled staff experiencing harassment, bullying or abuse. 

Question 13, NHS Staff Survey

Metrics 5 – 8. Questions 14, 11, 5, 28b, NHS Staff Survey

Metric 9 – Disabled staff engagement. NHS Staff Survey

Metric 10 – Percentage difference between the 
organisation’s board voting membership and its 
organisation’s overall workforce.

ESR and/or trust’s local data

Appendix 2 
Data Sources 



Humber Teaching NHS Foundation Trust
Willerby Hill
Beverley Road
Willerby
East Riding of Yorkshire
HU10 6ED

Tel: 01482 301700
www.humber.nhs.uk


