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Executive Summary

All NHS providers are required to complete an annual Workforce Disability Equality Standard Report (WDES) as part of the NHS Standard Contract. 
The report is based on a snapshot of data from 31st March each year and aims to highlight progress against a number of key indicators of workforce equality for staff with a disability. 
In line with national requirements this report should be reviewed internally and approved at Board before being published on the organisation’s website. The deadline for publication is 31st October annually. 
Before the report is published results must be submitted to NHS England by 31st August, these results are then analysed and compared with results from all other providers to establish a picture of progress made nationally and regionally in the NHS.

Both our results and report are shared with our Enabled Staff Network prior to submission and publishing for insight, discussion, and ideas sharing. This took place at the network meeting on 6th July 2022.
The key findings and metrics for this report submission are outlined below - each point is compared to the previous reporting in 2019 to 2021.
Contact details are provided at the end of this report, and if you have any questions or comments or wish to receive the information in this report in another language or format such as BSL please contact us using these details.
Throughout this report we have tried to avoid the use of acronyms, but we have replaced Workforce Disability Equality Standard with WDES throughout for ease.

Workforce numbers and self-reporting of disability

· In 2022 our WDES analysis shows that of 1,722 staff included in the final count, 52 members of staff have positively stated they have a disability on the electronic staff record.

· This is 3% of the overall workforce, a slight increase of 0.3% from 2021.

· Disabled staff are very slightly over-represented in both clinical and non-clinical staff groups, but significantly under-represented in medical and dental roles.
Recruitment
· In 2022 disabled applicants have a 0.69 likelihood of being appointed from shortlisting compared to not disabled staff. A likelihood figure below 1.0 is a positive one for disabled applicants.
· We remain challenged in the self-reporting of data at appointment stage, with an increase of 84 appointed staff not reporting their disability status on the electronic staff record, up from just 2 not known records at shortlisting stage. We appreciate and respect that this is personal choice.
Capability

· There were no members of staff with a disability, long term condition or illness in formal capability processes related to performance in the period April 2020 to March 2022, this remains the same as previous years.
Board representation

· As in previous WDES reporting years there are no members of the Board, executive or non-executive, who have self-reported a disability. 
· This means that Board under-represents the 3% of the workforce who are disabled.

Staff Survey 2021 Metrics:

Harassment, bullying and abuse

· Experience of harassment, bullying or abuse from managers has improved by 1.6% since 2020, but there is a gap of 7.7% with staff without a disability, long term condition or illness.
· Experience of harassment, bullying or abuse from other staff has increased by 1.3% from 2020, and there is a gap of 6.1% with staff without a disability, long term condition or illness.
· Experience of harassment, bullying or abuse from patients/family/carers has increased by 0.1% since 2020, and a gap of 9.9% with staff without a disability, long term condition or illness remains.

· Significant deterioration in the percentage of staff with a disability, long term condition or illness reporting instances of bullying, harassment and abuse, down 19.8% since 2020, and a gap of 15.1% with staff without a disability, long term condition or illness.
Career progression and equal opportunities

· A deterioration of 3.3% for staff with a disability, long term condition or illness reporting that they feel the Trust provides equality of opportunity for career progression, 51.8% compared to 60% of staff without a disability, long term condition or illness.
· This indicator was amended in 2021 to reflect the not sure/not applicable responses, previously just yes and no replies were aggregated, this has had a big impact on this figure for all Trusts, however previous years have been recalculated to reflect this update so the decrease in positive reporting is correct.
Feeling under pressure to be in work while unwell
· A further 8.7% of staff with a disability, long term condition or illness reported feeling pressured by managers to attend work while unwell, presenteeism. This was a total of 28.3% compared to 10.1% of staff without a disability, long term condition or illness.
Feeling valued and engaged by the Trust
· After an improvement in 2020 this metric has seen a deterioration in 2021, a reduction of 4.5% of staff with a disability, long term condition or illness feeling their contribution is valued by the Trust.
· There is a gap of 14.6% with staff without a disability, long term condition or illness.

Having support and adjustments made in the workplace

· A slight decrease in the numbers of staff with a disability, long term condition or illness stating that adequate adjustments had been made to support them in the workplace, 73.4% compared to 75.8% in 2020.
Staff Engagement

· This figure has remained largely consistent since reporting began in 2019 for both staff with and without a disability, long term condition or illness.

· For staff with a disability, long term condition or illness the figure is 6.6, and 0.1 drop since 2020. For staff without a disability, long term condition or illness the figure has increased by 0.1 to 7.3.
Our Results – 31 March 2022
We have provided in Table1 a summary of our results against the ten metrics of the WDES. 

Table 1: Showing WDES Results for 2022
	Metric

	1. Percentage of staff in each AfC Band 1-9 or Medical and Dental pay grades, compared with the percentage of staff in the workforce overall. Disaggregated by non-clinical staff, clinical staff, and medical and dental staff. Note rounding up of numbers may mean a slightly higher figure than 100% is seen in the below. A * means that numbers are below 10 and therefore not published for data protection.

	
	Non-clinical
	Clinical

	
	Disabled
	Not Disabled
	N/S
	Disabled
	Not Disabled
	N/S

	AfC1 - 4
	10
	219
	52
	*
	224
	91

	AfC5 - 7
	*
	77
	22
	27
	630
	158

	AfC8a – 8b
	0
	14
	*
	*
	40
	22

	AfC8c - VSM
	*
	12
	13
	0
	*
	*

	
	Medical and Dental Grades:

	Consultants
	0
	*
	*
	

	Non-Consultant Career Grade
	0
	52
	19
	

	Trainee Grades
	0
	0
	0
	

	
	

	2. Relative likelihood of being appointed from shortlisting across all posts
	0.69 times more likely to be appointed if you are not disabled

	3. Relative likelihood of entering capability processes
	No formal capability procedures related to performance
No formal capability procedures related to ill health for staff with a disability

	4. A) Percentage of staff experiencing bullying, harassment, and abuse from patients/relatives/public in last 12 months
	27.5% Disabled
17.6% Not Disabled

	Percentage of staff experiencing bullying, harassment, and abuse from managers in last 12 months
	12.8% Disabled
5.1% Not Disabled

	Percentage of staff experiencing bullying, harassment, and abuse from staff in last 12 months
	18.7% Disabled
12.6% Not Disabled

	Continued….


	Metric 
	

	B) Percentage staff reporting bullying, harassment, and abuse in last 12 months
	40.5% Disabled
55.6% Not Disabled

	5. Percentage believing the Trust provides equal opportunities for career progression and promotion
	51.8% Disabled
60.0% Not Disabled

	6. Percentage feeling pressure by manager to attend work even when feeling unwell
	28.3% Disabled
10.1% Not Disabled

	7. Feeling valued by the Trust
	35.5% Disabled
50.1% Not Disabled

	8. Satisfaction that reasonable adjustments made to support them in their work
	73.4% Disabled

	9. A) Staff engagement score (Disabled staff only)
	6.7 Disabled
7.3 Not Disabled

	B) Have you taken action to facilitate the voices of Disabled staff
	Yes 

	10. Percentage difference between Board membership and overall workforce

Disaggregated by voting and non-voting members
	-3.0% Disabled 
-32.0% Not Disabled 
35.0% Not Stated 

	
	

	Trust Overall Workforce:

Disabled: 52 (3.02%)

Non-Disabled: 1281 (74.39%)

Unknown: 389 (22.59%)


	Metric 1: Staff Pay

This metric looks at pay, what percentage (%) of Disabled staff are in each of the pay bands 1 to 9, in medical and dental posts, and very senior manager posts (including executive and non-executive board members).

These figures are compared with the overall workforce.


For our analysis we have looked at the numbers and percentages of disabled staff by pay band in non-clinical, clinical, and medical and dental staff groups.

It must be noted, and this can be seen in the overall workforce totals in table 3 that our workforce has reduced significantly over the last 4 years as place based integrated care systems have started to form and services have moved under the control of the local hospital Trusts. It is therefore pleasing to note in 2022 that the overall percentage of disabled staff, and the actuals in non-clinical and clinical roles have increased very slightly. 
We are however under no illusions, our self-reporting of disability is much lower than that reported through the anonymous NHS Staff Survey, 26.1%, and the numbers of staff with self-reports of disability in higher pay bands and medical and dental roles are very low.

The difference with the Staff Survey can be partly explained as the question asked differs from that in the electronic staff survey – long term condition or illness as opposed to disability. And disability and long-term conditions are statistically more likely to be acquired during working life with the staff record being a mere snapshot in time on commencement in a role, unless updated by the staff member. This is an important distinction, and we keep working to improve self-reporting by staff appreciating that this is their personal choice. 
Due to the very low numbers in non-clinical roles any statistical analysis is difficult, we can see that the numbers of staff who have self-reported they are disabled drops as you move above the first pay cluster bands of under band 1 to band 4. Within pay cluster bands 5 to 7 the percentage of disabled staff drops to 2.9%, below the overall workforce total. Above that pay cluster the very small numbers overall make data too likely to be changed by a single individual.

There are more staff in clinical roles who have self-reported being disabled, 38 in total. The majority are within pay band cluster 5 to 7, at 3.3%. Pay cluster band 8a to 8b is above the overall workforce, but again data is too likely to be influenced by the small numbers of staff in this group overall.

There are no staff with a self-report of disability in medical and dental roles.
The table to follow shows the numbers of Disabled non-clinical and clinical staff since 2019 when WDES reporting began. Medical and dental staffing has not been shown as figures for disabled staff over the years have remained below 10.
For reference the very senior manager roles relate to executive and non-executive Board members, all other senior leaders are paid within Agenda for Change pay bands.

Table 2: Showing Disabled Non-Clinical and Clinical Staff by Pay Band 2019 to 2022
	
	Disabled Non-Clinical Staff
	Disabled Clinical Staff

	
	2019
	2020
	2021
	2022
	2019
	2020
	2021
	2022

	All Agenda for Change Pay Bands
	29
	14
	12
	14
	71
	43
	34
	38

	Very Senior Manager
	0
	0
	0
	0
	0
	0
	0
	0

	
	
	


And to follow is a breakdown of the percentage of disabled staff and the overall workforce total from 2019 to 2022.
Table 3: Showing the percentage of disabled staff in the workforce from 2019 to 2022, as well as the total overall workforce for those years

	
	2019
	2020
	2021
	2022

	Percentage Disabled Staff Overall
	3.42
	2.78
	2.72
	3.02

	Overall Workforce Total
	3,016
	2,048
	1,730
	1,722


In 2021 and 2022 the North-West NHS England talent team have hosted a series of talent surgeries for staff from protected characteristic groups, these have been promoted to our Enabled staff network members.
Within the Enabled meetings we have discussed issues such as barriers to career progression, and we have also shared ideas about roles that could be developed to improve engagement and support for disabled staff. These discussions have helped shape the Six High Impact Areas for Equality Action Plan, and the Disability Confident Action Plan.
In 2022-23 each Trust borough is being mandated to develop a staff survey action plan, based on the borough/directorate level results from 2021 in the NHS Staff Survey, and in collaboration with staff in these services – all action plans should be developed based on what staff feel is needed and achievable to improve their workplace experience against the metrics in the survey. Career progression and equal opportunities is one area where there are clear differences for staff with disabilities, see metric 5, and at borough level.
	Metric 2: Recruitment

This metric looks at recruitment, to see how more likely non-disabled applicants are to be successful and to be appointed when compared to Disabled applicants.

(A likelihood figure above one would show that non-disabled applicants are more likely to be appointed than Disabled applicants).


Our likelihood figure for this year is 0.69. This means that disabled candidates are 0.69 times more likely to be recruited than not disabled candidates, this is a positive result, any likelihood figure below 1 for this indicator shows a greater likelihood of appointment for disabled applicants.
The table below shows our likelihood figure for this metric since 2019. It can be seen that we have made steady progress in this metric since the 2020, and certainly in 2022 we have recruited more shortlisted disabled applicants than in any of the previous years.
However, the numbers of not stated records remain an issue, at shortlisting stage just 2 applicants do not state whether they are disabled or not, this jumps to 84 at appointment. 
As stated earlier this is a self-reported field and it is down to the individual as to whether they provide us with their information. We will be engaging with staff from the point of issuing their unconditional offer of employment letter to encourage reporting and detailing the benefits to staff of this, and understanding any barriers or concerns that prevent staff from stating whether they are disabled or not.
Table 4: Showing Recruitment Likelihood Result and Totals Recruited 2019 - 2022
	Recruitment 2019 - 2022

	
	2019
	2020
	2021
	2022

	Likelihood
	1.45
	3.03
	1.5
	0.69

	Total Disabled Staff Recruited
	13
	*
	*
	17

	Total Non-Disabled Staff Recruited
	352
	210
	174
	199

	Total Not Stated Staff Recruited
	-
	40
	55
	84


In early 2022 we took part in an NHS England Disability Confident pilot programme with The Shaw Trust and Indeed. As one of only a handful of Trusts selected we were supported to review our current practice and submit to the next Disability Confident level.
With the support of Enabled network members we undertook a full review of recruitment policy and process, and were pleased and prooud to be awarded Disability Confident Leader level in March. We know that there is a lot to do still and best practice from within the Trust and beyond is to be explored further, in particular, work to understand the experience and barriers for people with autism.

We have a considerable action plan that we will deliver with the support and guidance of our Enabled members, this will be reported to the Recruitment and Retention people operational delivery group, and through this to Board ultimately. There is a lot to do, but with concerted effort we hope to re-achieve level 3 leader status in 2024, and more importantly to improve the workplace opportunities and experience of disabled staff.
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	Metric 3: Capability
This metric looks at formal capability processes in the Trust, at how more likely Disabled staff are to be involved in formal processes when compared with non-disabled staff.

(A likelihood figure above one would show that Disabled staff are more likely to be in formal capability processes than non-disabled staff).


In 2022 for the first time two different capability procedures are to be reported to NHS England in the WDES submission:
· Capability based on performance

· Capability based on ill health

In 2020 to 2022, the two-year period required, there were no disabled staff within formal capability processes for performance issues.

During that same period there were no disabled staff within formal capability processes for ill health. 
However, as stated earlier, disability is a self-reported field in staff records, and may not be updated by the staff member. Our legal duty as an employer is to make reasonable adjustments for staff who we know, or could reasonably be expected to know, would meet the legal definition of disability. Capability, and ill health retirement or dismissal would suggest that the staff member would meet the legal definition of disability. So whilst this indicator is 0.0 for likelihood of disabled staff in formal capability processes due to ill health we know this is purely based on a staff record, and our human resources colleagues will have taken steps to make reasonable adjustments and support the staff member throughout.
	Metric 9b: Staff Engagement
a) Has your Trust taken action to facilitate the voices of Disabled staff in your organisation to be heard? (Yes) or (No) 


Yes. We established our (Dis)Ability and Wellbeing Network (DAWN) in summer 2020. 
In spring 2022 members voted on a name change to reflect a more positive and identifiable image for their network, Enabled was the final chosen name. The Enabled Network meets monthly via Microsoft Teams and the EDI lead for the Trust also works closely with Network members who wish to discuss issues or ideas outside of the Network meetings. 
The network has an executive sponsor, the Director of Finance, who is supportive of the aims and activities of the network, this has for example included the centralisation of funding for staff reasonable adjustments.

In early 2022 Enabled members supported the review and self-assessment of recruitment practices that led to our achievement of Disability Confident Leader. We are now working together to develop a stretch action plan to ensure we progress and retain this in two years when we will be reviewed once again by external bodies.

Equality action plans for 2022-23 include the development of further governance for the network, such as the appointment of a Chair, and agreement of annual aims and objectives. In addition, the consideration of development on an equality council to further allow the voices of all the staff networks to come together with senior leaders to discuss equality and inclusion experiences, issues, and ideas, and holding leadership to account on delivery of equality action plans.
The Enabled members have supported analysis and review of the WDES 2022 data and have provided comment and feedback.
	Metric 10: Board

This metric looks at our Board of Directors, and what the difference is, in percentage, compared with the workforce.


The following table shows both the numbers of staff at Board level and the percentage difference between our Board membership and our overall workforce. A minus figure shows under-representation compared to workforce and a positive figure over-representation.

Table 5: Showing Board Disability Representation Compared to Overall Workforce Representation

	
	Disabled
	Non-Disabled
	Unknown

	Board
	0
	6
	8

	Difference
	-3.0%
	-32.0%
	35.0%


NHS Staff Survey 2021 Results
It should be noted that NHS Staff Survey metrics relate to the survey undertaken September to December 2021, published 30th March 2022.
	Metric 4a: Bullying, Harassment and Abuse – Patients, Relatives, and the Public
This metric compares the percentage of Disabled staff compared to non-disabled staff experiencing harassment, bullying or abuse from: 

1. Patients/their relatives/members of the public 

2. Managers 
3. Other colleagues
(NHS Staff Survey 2020)


1. Patients/service users, their relatives, or other members of the public:

The table to follow shows the results for this indicator from 2018 (WDES 2019) to 2021 (WDES 2022). The results for Bridgewater are shown in the top of the table, the results for comparator community Trusts in the bottom half of the table.

It can be seen that results for disabled staff have not sustained improvement over 4 years for either Bridgewater or our comparators. For both groups of staff our results are broadly similar, but the small differences mean that the gap in Bridgewater staff experience is bigger than in our comparator Trusts.

222 disabled staff responded to this survey question, our biggest response rate since 2018 when the Trust had a workforce roughly double what it is today. 

Table 6: Showing the percentage of disabled and not disabled staff experiencing bullying, harassment, or abuse from patients, families, or the public from 2018 to 2021. Also showing the results for comparator Trusts for the same period.

	
	2018
	2019
	2020
	2021

	Bridgewater

	Disabled
	31.1
	28.7
	27.4
	27.5

	Not Disabled
	25.3
	21.6
	16.6
	17.6

	Gap
	5.8
	7.1
	10.8
	9.9

	Benchmark

	Disabled
	31.2
	29.5
	26.6
	26.8

	Not Disabled
	23.0
	23.3
	20.7
	19.5

	
	8.2
	6.2
	5.9
	7.3


2. Managers: 
Our next table details the experience of harassment, bullying, or abuse from managers experienced by disabled and not disabled staff in the NHS Staff Survey 2021.
It can be seen that both in Bridgewater and our comparator community Trusts the results have improved over the last 3 years, and we mirror quite closely the benchmark results. 

For Bridgewater, however, the gap between disabled and not disabled staff has grown, demonstrating that experiences of these incidents in the workplace for not disabled staff are improving quicker than for disabled staff.

219 disabled staff members responded to this question, again our highest number of responses since 2018.

Table 7: Showing the percentage of disabled and not disabled staff experiencing harassment, bullying, or abuse from managers from 2018 to 2021. Also showing the results for comparator Trusts for the same period.

	
	2018
	2019
	2020
	2021

	Bridgewater

	Disabled
	12.2
	15.2
	14.4
	12.8

	Not Disabled
	7.8
	9.8
	7.2
	5.1

	Gap
	4.4
	5.4
	7.2
	7.7

	Benchmark

	Disabled
	14.6
	15.1
	14.8
	12.2

	Not Disabled
	8.6
	7.6
	6.9
	6.5

	
	6.0
	7.5
	7.9
	5.7


3. Other colleagues:
The next table, on page 14, looks at harassment, bullying, and abuse from colleagues in the workplace, again comparing the experiences of disabled and not disabled staff, and showing in the lower half of the table the results from our comparator Trusts.
Bridgewater has remained generally below the average for comparator groups for both disabled and not disabled staff, but we aren’t showing a sustained and impactful improvement. Any improvement in both Bridgewater and nationally is slow.
The gap between disabled and not disabled staff in Bridgewater is generally smaller than our comparators, but this is more reflective of the larger number of not disabled staff reporting these experiences rather than any great improvements made.
There was again a good response rate with 219 disabled staff answering this survey question.
Table 8: Showing the percentage of disabled and not disabled staff experiencing harassment, bullying, or abuse from colleagues from 2018 to 2021. Also showing the results for comparator Trusts for the same period.

	
	2018
	2019
	2020
	2021

	Bridgewater

	Disabled
	21.6
	20.7
	17.4
	18.7

	Not Disabled
	11.4
	11.2
	11.6
	12.6

	Gap
	10.2
	9.5
	5.8
	6.1

	Benchmark

	Disabled
	22.5
	22.3
	19.2
	19.0

	Not Disabled
	12.8
	12.2
	11.6
	10.7

	
	9.7
	10.1
	7.6
	8.3


Metric 4b follows 4a and asks how many staff who experience, or witness harassment, bullying, or abuse go on to formally report it. This is a key metric as while we can put policy and process in place we can only understand if it is working through the qualitative and quantitative data we receive.

	Metric 4b: Bullying, Harassment and Abuse – Reporting
This metric compares the 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. 

(NHS Staff Survey 2020)


There are a number of reporting routes for these behaviours; for those from patients, families, and the public the formal route is via incident management and the Ulysses system. This was updated in summer 2021 to make it easier for staff to report these incidents, and for this data to be pulled from the system for our review. We should, in the NHS Staff Survey 2022, be able to review these reported incidents more effectively against the staff survey results.
Where these incidents relate to staff behaviour there are several routes that can be taken, these include raising formally with HR and Staff-side, raising through the Freedom to Speak Up Guardians and Champions, informally or formally with managers, and anonymously or not through the anti-bullying and harassment reporting form online.
Our last table for this metric looks at the percentage of disabled and not disabled staff reporting harassment, bullying, or abuse in the 2021 staff survey.

We can see by the data in this table that after a significant improvement in 2020 the percentage of disabled staff reporting harassment, bullying, or abuse through formal processes has fallen significantly by 19.8% in 2021. This is a disappointing figure, and it will be important in the coming year to engage with staff to understand the reasons for this, as reporting does not match the incidents.

Results in our comparator Trusts are better, and the gap in results between disabled and not disabled staff is much smaller. We will seek to reach out to these Community Trusts in 2022 to understand their processes and culture so that we can learn from what they are doing that is impacting so well on this metric.
Table 9: Showing the percentage of disabled and not disabled staff reporting experiences of harassment, bullying, or abuse from 2018 to 2021. Also showing the results for comparator Trusts for the same period.

	
	2018
	2019
	2020
	2021

	Bridgewater

	Disabled
	45.6
	47.6
	60.3
	40.5

	Not Disabled
	52.0
	51.7
	48.3
	55.6

	Gap
	6.4
	4.1
	12.0
	15.1

	Benchmark

	Disabled
	54.1
	53.7
	56.8
	55.7

	Not Disabled
	55.3
	57.2
	57.5
	58.1

	Gap
	1.2
	3.5
	0.7
	2.4


So, what are we doing about this? 

We committed to becoming a Just and Learning culture in 2021 with a number of staff attending training provided by Mersey Care NHS FT and Northumbria University. These staff are the Just Culture Ambassadors and are drawn from across the Trust, clinical and non-clinical.

A key learning point delivered in the training by Mersey Care was that they would, if they could go back, implement Just Culture alongside the civility and respect programme they now run in the Trust.

With this learning in mind civility and respect is a key workstream for us running alongside Just Culture, and aligned to equality, diversity, and inclusion, Trust values, and health and wellbeing.

Staff engagement is taking place throughout 2022 as processes are developed and experiences and outcomes understood. The network members will be a key part of this work, and the themes from discussions held with Enabled members are reported to the Just culture lead.

We of course have policy and process in place regarding equality, our equal opportunities, and dignity and respect at work policy both detail harassment and bullying, legal definitions, and protection for staff. These results however show that there is still work to do to embed civility and respect in the workplace, and our conversations with network members tell us that the behaviours we need to be tackling are the micro-aggressions from staff and managers in the workplace. 

	Metric 5: Equal Opportunities

This metric looks at the percentage of staff believing that the trust provides equal opportunities for career progression or promotion. 

(NHS Staff Survey 2020)


The next NHS Staff Survey metric looks at career progression.
In 2021 the analysis of the metric was updated to bring in the not applicable/don’t know responses. This has had a significant impact on all Trust results, for Bridgewater this has meant bringing down the overall score from in the 90%’s in previous years to 58.1% in 2021.

We can see from looking at overall scores that there has been an increase in the numbers of staff responding no to this question, up to 7.9%, our worst ever figure.

The table to follow looks at the responses from disabled and not disabled staff from 2018 to 2021, previous years results have been refreshed to now include the not applicable/don’t know responses.

Unlike in our comparator Trusts we have not seen consistent improvement in this metric for disabled staff, either in the reported result or in reduction of the gap with not disabled staff. The results for that group have remained around the 60% mark throughout.

In our comparator Trusts the results have slowly improved for both staff groups over the last 3 years. An understanding of their approach and practice may support us to develop in this area.

Table 10: Showing the percentage of disabled and not disabled staff reporting equal opportunities for career progression from 2018 to 2021. Also showing the results for comparator Trusts for the same period.

	
	2018
	2019
	2020
	2021

	Bridgewater

	Disabled
	51.0
	48.5
	55.1
	51.8

	Not Disabled
	60.9
	60.6
	59.6
	60.0

	Gap
	9.9
	12.1
	4.5
	8.2

	Benchmark

	Disabled
	55.6
	55.2
	59.2
	60.1

	Not Disabled
	61.0
	61.2
	65.0
	65.1

	Gap
	5.4
	6.0
	.8
	5.0


As stated previously we promote opportunities to our staff network members, but we know from conversations with Enabled members that when they do undertake these career development opportunities there can be a lack of understanding and support from some line managers, and often no career pathway at the end, meaning that staff have to leave the Trust to progress.
We know this is an issue not just in Bridgewater but also in other smaller Trusts, but we need to consider and implement solutions so that we can retain these committed, experienced, and valuable staff.
It is understood that this metric can tie in very closely to other staff survey results not reported here. Discrimination from managers for example can lead to a lack of opportunities, whether that is a conscious decision, or one based on an unconscious bias or belief about abilities. In the 2021 survey 7.8% of disabled staff reported experiencing discrimination from staff or line managers, compared to 3% of not disabled staff – while the results don’t give detail of the nature of this discrimination we should be mindful of the impacts it can have. 

As part of the Disability Confident Action Plan, we will undertake a review of retention and career development in Bridgewater with our Enabled members. This will allow our final action plan to address workplace experience from end to end.
	Metric 6: Presenteeism
This metric looks at 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 

(NHS Staff Survey 2020)


This metric looks at the percentage of staff feeling pressured by their manager to attend work while feeling unwell, the table to follow details these results.

A very disappointing result this year, both in the percentage of disabled staff reporting this, and in the gap in experience between disabled and not disabled staff.

Our comparator Trusts have seen a steady improvement for both disabled and not disabled staff over the last few years, but Bridgewater has seen a fluctuating pattern every year.

This metric will be reviewed in 2022 - 23 to understand the experience of disabled staff, and the beliefs and feelings of line managers. We need to ascertain what pressures do both feel that impacts on this metric. We know the NHS nationally is wrestling with waiting lists and a return to normal service delivery following two years of the Covid pandemic, but this isn’t borne out in the figures from our comparators. We need to understand what they are doing that we aren’t, and if there is anything we can  learn from them and implement. 
Table 11: Showing the percentage of disabled and not disabled staff reporting pressure from manager to attend work while feeling unwell from 2018 to 2021. Also showing the results for comparator Trusts for the same period.

	
	2018
	2019
	2020
	2021

	Bridgewater

	Disabled
	25.7
	27.2
	19.6
	28.3

	Not Disabled
	18.7
	16.7
	19.5
	10.1

	Gap
	7.0
	10.5
	0.1
	18.2

	Benchmark

	Disabled
	29.2
	25.8
	24.9
	22.4

	Not Disabled
	18.9
	16.7
	17.9
	14.3

	Gap
	10.3
	9.1
	7.0
	8.1


There is a second NHS Staff Survey question that just asks if staff attended despite feeling unwell; subtly different to the question reported here, and difficult to put a reason behind as there will be a pressure from somewhere for staff attending while unwell, whether that is from personal belief, from a worry about letting colleagues down, worry about the needs of the services and patients, fear of absence management processes, etc.
The results for this question in 2021 where 68.3% of disabled staff, and 48.2% of not disabled staff. This is again a big gap between the 2 groups.

The Disability Confident Action Plan will look at how we can embed supporting policy and practice in Bridgewater so that staff don’t feel this personal or line manager pressure to attend work while unwell. And this will be really important for disabled staff who though generally may have no different pattern of sickness absence than not disabled staff, may face extra need for time off to manage a long term or progressive condition, to attend hospital appointments, to recover from treatments etc.
Staff health and wellbeing is a top priority for the Trust and we offer staff a wide range of support. 

	Metric 7: Feeling Valued

This metric looks at the percentage of Disabled staff compared to non-disabled staff saying that they are satisfied with the extent to which their organisation values their work 

(NHS Staff Survey 2020)


Our next table looks at how staff feel they are valued for their input, looking at the differences for disabled and non-disabled staff, and also the average for these groups in community Trusts.
The table shows that the percentage of disabled staff reporting positively for this metric has fallen in 2021, and the gap with not disabled staff has widened. This is disappointing after the improvements in 2020.

In our comparator Trusts there has been a similar if not as marked deterioration this year.

220 disabled staff responded to this question, our highest number of respondents since 2018.

Table 12: Showing the percentage of disabled and not disabled staff reporting that they feel their work is valued by the Trust from 2018 to 2021. Also showing the results for comparator Trusts for the same period.

	
	2018
	2019
	2020
	2021

	Bridgewater

	Disabled
	34.7
	32.9
	41.0
	35.5

	Not Disabled
	45.4
	48.6
	49.1
	50.1

	Gap
	10.7
	15.7
	8.1
	14.6

	Benchmark

	Disabled
	39.8
	42.4
	47.5
	43.0

	Not Disabled
	51.3
	53.8
	56.1
	54.2

	Gap
	11.5
	11.4
	8.6
	11.2


	Metric 8: Reasonable Adjustments

This metric asked the percentage of Disabled staff saying that their employer has made adequate adjustment(s) to enable them to carry out their work. (Note: Only includes responses from staff who stated that they had a long-term condition or disability in the Survey questions.)
(NHS Staff Survey 2020)


Metric 8 looks at whether the Trust has made adequate reasonable adjustments to support disabled staff in the workplace. There is no comparison to not disabled staff as there is no legal duty to make reasonable adjustments for people who aren’t disabled – that said considering support for all staff is good practice and people have other challenges, such as caring responsibilities, that can impact on them in work.
The duty to make reasonable adjustments is both anticipatory, (considering what might eliminate barriers and implementing these actions), and proactive (meeting individual and specific needs). What is reasonable varies and a set of questions embedded within our Manager’s Guide to Supporting Staff With Disabilities guide sets these out as examples.

Table 13 shows the results for disabled and not disabled staff from 2018 to 2021. It can be seen that as a Trust we have also shown a lower result than our comparator Trusts, but both groups have been unable to demonstrate a sustained improvement, with the figure fluctuating from year to year.
Table 13: Showing the percentage of disabled staff reporting that the Trust has made adequate reasonable adjustments for their needs from 2018 to 2021. Also showing the results for comparator Trusts for the same period.

	
	2018
	2019
	2020
	2021

	Bridgewater

	Disabled
	70.3
	75.8
	75.8
	73.4

	Benchmark

	Disabled
	77.4
	77.0
	81.5
	77.4


A key part of the Six High Impact Areas for Equality Action Plan, and the Disability Confident Action Plan is reasonable adjustments – budget, policy, process, training, and support.
	Metric 9a: Staff Engagement

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

(NHS Staff Survey 2019)


Our final figures look at the staff engagement theme, this is made up of several questions that look at for example looking forward to going to work, and enthusiasm about the role; being able to use initiative and contributing to improvements; and importantly recommending the Trust as a place of work or for treatment.
It can be seen that the results for both groups of staff in Bridgewater and in our comparator Trusts have changed little in the 4 years of WDES reporting. Disabled staff in Bridgewater consistently report lower than not disabled staff, and staff overall.
Table 14: Showing the percentage of disabled and not disabled staff reporting positively in the staff engagement theme from 2018 to 2021. Also showing the results for comparator Trusts for the same period.

	
	2018
	2019
	2020
	2021

	Bridgewater

	Disabled
	6.6
	6.6
	6.8
	6.7

	Not Disabled
	7.2
	7.1
	7.2
	7.3

	Gap
	0.6
	0.5
	0.4
	0.6

	Benchmark

	Disabled
	6.8
	6.9
	7.0
	6.9

	Not Disabled
	7.2
	7.4
	7.4
	7.3

	Gap
	0.4
	0.5
	0.4
	0.4


Action Plan

As referenced within this report we have two action plans that relate to the WDES and the workplace experience of disabled staff.:
· Six High Impact Areas for Equality

· Disability Confident Action Plan 2022 - 24
Both plans can be viewed on the Trust webpage at:

 https://bridgewater.nhs.uk/aboutus/equalitydiversity/equalityact2010/ 

We have reviewed the national WDES 2021 report and are looking at the best practice examples given to understand how they, and the recommended actions can be embedded within our own action plan. This includes:

· Self-reporting on ESR, and the touchpoints where this can be updated, and setting a disability declaration target for the next 3 years

· Embedding staff network governance and voice

· Raising awareness, sharing stories, and hosting events

· Equality dashboard development – updated quarterly and reported to People Committee

· Reasonable adjustments and workplace support project

· Recruitment pathway, including review for autism friendly policy and practice

· Civility and respect programme

· Disability retention review, in partnership with Enabled network members.

We know we have work to do. Our results in this report show some improvements, but also some lack of consistency in improvement and in some areas a deterioration. As we work to improve, we are committed to working alongside our disabled staff, and we thank them here for their dedication both to their roles and to supporting us in our disability equality journey.

Thank you for taking the time to read our 2022 WDES report. Should you have any queries or questions or if you would like to request the contents of this report in another language or format, please contact our Equality & Inclusion Manager in the first instance, details below.

Contact Details
Paula Woods (Director of People and Organisational Development) paula.woods1@nhs.net 
Ruth Besford (Equality & Inclusion Manager) ruth.besford@nhs.net 
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