Workforce Disability Equality Standard Action Plan

2019-2020

Nothing about us without us:  One of the main tenets of the WDES is that there should be no decisions that affect disabled people, without their involvement.  We therefore organised a meeting to start to engage with our staff to address the concerns raised through these metrics and our performance against other acute trusts.  45 members of staff attended two meetings hosted by the Director of HR, with another 60 stating they wanted to be involved in this work.  At the meetings, participants came up with a large number of recommendations for making improvements which were considered by the Diversity Workstream in June 2019 and to be included in this action plan.

Key Actions to address all WDES Indicators:
	Action
	Who
	When

	Implement a Disability Equality & Disability Leave Policy with clear guidance for managers and staff around providing Reasonable Adjustments that we, as a disability confident employer can make.  
	HED
	Nov

2019

	Develop training for managers and staff about the new Disability Equality & Leave Policy
	HED
	Mar 2020

	Work with Occupational Health, Recruitment and Procurement to provide support to managers and staff around implementing reasonable adjustments.
	HED
	Nov 2019


	Metric
	Narrative/Findings
	Action taken/planned
	Who
	When

	1
	Percentage of Staff in Post
	226 staff have identified themselves as disabled which makes 3.6% of the total.  This compares to 359 staff who told us in the 2018 staff survey that they are disabled.  630 staff (10.1%) of staff did not declare their disability status by responding: “Prefer not to answer”, “Not declared” or “unspecified”.  3.5% of clinical staff who declared, stated they were disabled compared to 5.1% of non-clinical staff.


	Meeting level two of the Disability Confident Employer standard and aspiring to Level Three – Disability Confident Lead
Make information available to potential job applicants about the Trust commitment to considering Reasonable Adjustments and demonstrate that we encourage applications from disabled people.

Engage with Job Centre Plus, Work Health Programme providers or local disabled people’s user led organisations and access support from them when required. 

Continue to support the Project Search Initiative in the Trust

	HED
HED/ RCMgr
HED/ RCMgr
HED


	Sep 2019

Dec 2019
Mar 2020
Ongoing



	
	
	
	
	
	

	2
	Relative likelihood of Disabled staff compared to non-disabled staff being appointed from shortlisting across all posts
	Whilst the overall number of candidates declaring themselves as disabled is low, there is evidence to suggest that disabled people are less likely to be appointed from shortlist (1 in 3.87 chance) compared to non-disabled people (1 in 2.80 chance).

	Review content of Recruitment & Selection training to include clear information about providing reasonable adjustments and what support is available.


	HED/ RCM
	Mar 2020

	
	
	
	
	
	

	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

	18 staff entered formal capability from April 2017 to March 2019.  Of these, two are disabled people, which represent 11% of the total.  As the numbers of staff who have told us they are disabled is extremely low 3.6%, these figures must be treated with caution.
	Working with the Disability Focus Group to improve the declaration rate for disability on ESR


	HED/ PC
	May 2020

	Staff Survey Indicators



	4
	Experiencing harassment, bullying or abuse from:

Disabled

Non-Disabled

Patients/ Service users

34.3

25.1

Managers

19.4

10.1

Colleagues

21.1

15.7

The last time they experienced harassment, bullying or abuse at work, they or a colleague reported it

50.7

43.6


	353 respondents to our national NHS survey identified as disabled people compared to 1646 who stated they were non-disabled.  This means that 17.7% of total respondents identified as disabled.

With the exception of reporting harassment and bullying, disabled staff report worse experience compared to non-disabled staff across all metrics.  We carried out a benchmarking exercise across five Yorkshire Trusts, coming fourth out of five against these metrics.  Comparing ourselves to the other Trusts we performed worst for:

· Experiencing harassment, bullying or abuse from:

· Patients Service Users

· Managers

· Believing that the Trust provides equal opportunities for career progression or promotion

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


	Introduction of Hate Crime reporting functionality on Datix and training for Staff Advocates about Hate Crime.

“Not every disability is visible” (campaign) – encouraging sympathy and compassion, fairness and equity


	HED
HED


	Sept 2019
Jan/Feb2020



	
	
	
	
	
	

	5
	Believing the Trust provides equal opportunities for career progression or promotion.
Disabled

Non-Disabled

78.8

84.4


	
	Take positive action to support and highlight opportunities to Disabled staff.
	HED
	Ongoing to May 2020

	
	
	
	
	
	

	6
	Felt pressure from their manager to come to work, despite not feeling well enough to perform their duties

Disabled

Non-Disabled

33.6

21.7


	
	Review of Attendance Management Policy in line with feedback from focus group and introduction of Disability Equality & Disability Leave Policy.
Awareness training around Mental Health Conditions
	PC
WHWM
	April 2020
Mar 2020

	
	
	
	
	
	

	7
	Satisfied with the extent to which their organisation values their work

Disabled

Non-Disabled

41.5

51.9


	
	Introduction of Wellbeing Action Plans as part of the Disability Equality & Disability Leave Policy.
	HED
	Nov 2019


	
	
	
	
	
	

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

Disabled

68.1


	
	Training for Staff Advocates around disability/ reasonable adjustments so they are better able to support managers and staff.
Review staff access to facilities (e.g. disabled parking, toilet facilities)

	HED

DOE
	Sep 2019

Dec 2020

	
	
	
	
	
	

	9
	1a) Staff engagement score (overall 7.1)

Disabled

Non-Disabled

6.8

7.2

1b) Has your Trust taken action to facilitated the voices of disabled staff in your organisation to be heard?

Yes.  Four practical examples are:
· We carried out an in-house electronic survey among staff with long term health conditions or disability July and August 2018.  We received 131 responses and are taking action to address the findings

· We support Enable, our network for staff with long term health conditions or disability

· The Chair of Enable, is a key member of our Disability Equality and Disability Leave Policy Task and Finish Group as well as the broader Diversity Workstream
· The Director of Human Resources held a first consultation exercise to develop the action plan which arises from the findings of this WDES data and our relative position compared to four other Trusts.  45 members of staff attended.
	
	Continue to work with the Disability Focus Group and Enable Staff Network and gain feedback on the effectiveness of the action plan. 

	HED/ PC
	March 2020

	
	
	
	
	
	

	10
	Percentage difference between the organisation’s Board voting membership and its organisation’s overall workforce, disaggregated:
Total Board Membership

i. Voting membership

ii.Executive membership

Total

16

12

8

Non-Disabled

15

11

8

Disabled

1

1

0

Workforce

3.6%

Disabled +/-

+2.65%


	As at March 2019, there was one disabled person on the Board of Directors.  
	To review every appointment as it arises and seek to ensure that we continue to strive to have a Board of Directors that reflects the diversity of the local population.
	PC
	August 2020


	Initials
	Meaning
	Initials
	Meaning
	Initials
	Meaning

	RCM
	Recruitment & Contracts Manager
	HED
	Head of Equality and Diversity
	WHWM
	Workplace Health & Wellbeing Manager

	HR
	Human Resources
	PC
	Pat Campbell, Director of Human Resources
	DOE
	Director of Estates


September 2019

