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Workforce Disability Equality Standard (WDES)  
2023 – 2024 Metrics, Trust data and action plan 

 

Workforce Metrics  
(ESR, Recruitment and HR) 
(Data taken from 1 April 2022 – 31 March 2023) 

EPUT 
2023 

1 Percentage of staff in AfC (Agenda for Change) pay bands and very senior managers 
(including Executive Board members) compared with the percentage of staff in the 
overall workforce 
(Breakdown included above) 
 

6.35% 

2 Relative likelihood of non-disabled staff compared to disabled staff being appointed 
from shortlisting across all posts. 
 
Lower Ratio = Better, with “1” being equal likelihood. 

1.31 

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. 
 
Lower Ratio = Better, Data taken as an average across two years. With “1” being equal 
likelihood. 

0.00 

 

Staff Survey Metrics  
(data taken from NHS Staff Survey 2022) 

EPUT Progress National Comparison 

EPUT 
2021 

EPUT 
2022 

EPUT  
21 / 22 

Diff. 

National 
2022 

Average 

EPUT - 
National 
Average 

4ai Percentage of disabled staff compared to 
non-disabled staff experiencing harassment, 
bullying or abuse from Patients/service 
users, their relatives or other members of the 
public  in last 12 months 
 
Lower % = Improvement 
 

Non-Dis 
26.8% 

Non-Dis 
27.0% 

▲ 
0.2% 

Higher 

Non-Dis 
24.4% 

▲ 
2.6% 

Higher 

Dis / LTC 
37.8% 

Dis / LTC 
32.9% 

▼ 
4.9% 

Lower 

Dis / LTC 
32.0% 

▲ 
0.9% 

Higher 

4aii Percentage of disabled staff compared to 
non-disabled staff experiencing harassment, 
bullying or abuse from Managers  in last 12 
months 
 
Lower % = Improvement 
 

Non-Dis 
8.9% 

Non-Dis 
7.9% 

▼ 
1% 

Lower 

Non-Dis 
7.0% 

▲ 
0.9% 

Higher 

Dis / LTC 
17.0% 

Dis / LTC 
15.0% 

▼ 
2% 

Lower 

Dis / LTC 
12.3% 

▲ 
2.7% 

Higher 

4aiii Percentage of disabled staff compared to 
non-disabled staff experiencing harassment, 
bullying or abuse from other colleagues  in 
last 12 months 
 
Lower % = Improvement 
 

Non-Dis 
15.2% 

Non-Dis 
15.6% 

▲ 
0.4% 

Higher 

Non-Dis 
12.1% 

▲ 
3.5% 

Higher 

Dis / LTC 
23.4% 

Dis / LTC 
24.4% 

▲ 
1% 

Higher 

Dis / LTC 
18.9% 

▲ 
5.5% 

Higher 

4b 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. 
 
Higher % = Improvement 
 
 
 
 
 
 

Non-Dis 
59.0% 

Non-Dis 
58.3% 

▼ 
0.7% 
Lower 

Non-Dis 
59.8% 

▼ 
0.5% 
Lower 

Dis / LTC 
56.5% 

Dis / LTC 
54.9% 

▼ 
1.6% 

Lower 

Dis / LTC 
60.3% 

▼ 
5.4% 

Lower 
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Staff Survey Metrics  
(data taken from NHS Staff Survey 2022) 

EPUT Progress National Comparison 

EPUT 
2021 

EPUT 
2022 

EPUT  
21 / 22 

Diff. 

National 
2022 

Average 

EPUT - 
National 
Average 

5 Percentage of disabled staff compared to 
non-disabled staff believing that the Trust 
provides equal opportunities for career 
progression or promotion. 
 
Higher % = Improvement 
 

Non-Dis 
61.4% 

Non-Dis 
62.0% 

▲ 
0.6% 

Higher 

Non-Dis 
61.5% 

▲ 
0.5% 

Higher 

Dis / LTC 
56.2% 

Dis / LTC 
54.7% 

▼ 
1.5% 

Lower 

Dis / LTC 
56% 

▼ 
1.3% 

Lower 

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. 
 
Lower % = Improvement 

Non-Dis 
17.1% 

Non-Dis 
15.4% 

▼ 
1.7% 
Lower 

Non-Dis 
12.7% 

▲ 
2.7% 

Higher 

Dis / LTC 
22.3% 

Dis / LTC 
20.7% 

▼ 
1.6% 

Lower 

Dis / LTC 
18.9% 

▲ 
1.8% 

Higher 

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.  
 
Higher % = Improvement 

Non-Dis 
49.9% 

Non-Dis 
54.0% 

▲ 
4.1% 

Higher 

Non-Dis 
53.2% 

▲ 
0.8% 

Higher 

Dis / LTC 
45.9% 

Dis / LTC 
40.5% 

▼ 
5.4% 

Lower 

Dis / LTC 
44.0% 

▼ 
3.5% 

Lower 

8 Percentage of disabled staff saying that their 
employer has made adequate adjustment(s) 
to enable them to carry out their work. 
 
Higher % = Improvement 

80% 78.8% 
▼ 

1.2% 
Lower 

78% 
▲ 

0.8% 
Higher 

9a The staff engagement score for disabled 
staff, compared to non-disabled staff. 
 
Higher % = Improvement 

Non-Dis 
7.2 

Non-Dis 
7.2 

- 
Non-Dis 

7.2 
- 

Dis / LTC 
6.8 

Dis / LTC 
6.6 

▼ 
0.2 

Lower 

Dis / LTC 
6.7 

▼ 
0.1 

Lower 

 

Workforce Metrics  
(ESR) 
(Data taken from 1 April 2022 – 31 March 2023) 

EPUT 
2023 

10 Percentage difference between the organisation’s Total Board membership and 
its organisation’s overall workforce,  
 
A score of 0 = equality of representation. Minus numbers caused by larger 
percentage in overall workforce 

Non-Dis 
5.45% 

Dis / LTC 
11.3% 

10i Percentage difference between the organisation’s Board voting membership and 
its organisation’s overall workforce,  
 
A score of 0 = equality of representation. Minus numbers caused by larger 
percentage in overall workforce 

Non-Dis 
9.77% 

Dis / LTC 
6.98% 

10ii Percentage difference between the organisation’s Board overall membership 
and its organisation’s overall workforce,  
 
A score of 0 = equality of representation. Minus numbers caused by larger 
percentage in overall workforce 

Non-Dis 
11.99% 

Dis / LTC 
4.76% 
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APPENDIX A: Breakdown and Results of WDES Metrics 
 

 

NHS England WDES Team provide technical guidance, which set out the requirements for data submission. 

 

Last year we reported that there were 7013 members of staff in the Trust that did not report a disability or 

long term condition, which included Bank staff. In 2023, changes were made to the technical guidance, which 

stated that Bank staff should no longer be included in the data submission. This change was made to closer 

align reporting to the way that data is captured within the WRES report. As a result, this year we are reporting 

that there are 4894 staff in the Trust that did not report a disability or long-term condition. 

It should also be noted that there are still different data category requirements for the WDES and the WRES. 

The WDES includes an “other” category for non-clinical and clinical staff who are not an AfC Band or do not 

meet the WDES criteria of ‘Very Senior Manager (VSM)’. The WRES has slightly different criteria, with an 

“other” category only for medical and dental staff. This accounts for a discrepancy of eight staff between the 

overall workforce reported, with the WDES reporting a total of 6364 staff members and the WRES reporting 

a total of 6356 staff members. 

 

NHS England WDES Team has acknowledged that the national change to reporting guidance has led to 
minor discrepancies in the reporting of the overall workforce numbers for some Trusts and approved EPUT’s 
data submission following a formal meeting on 13 October 2023.  
 

Summary of Key Figures 
Taken from WDES Data Collection Framework 

WDES 2023 

Number of Non – dis staff in overall workforce 4894  
(Exc. Bank Staff) 

Number of dis / LTC staff in overall workforce 404  

Number of staff in overall workforce whose status 
is recorded as unknown 

1066  

Total workforce  
6364 

(Exc. Bank Staff) 

Number of shortlisted applicants (Non – dis) 
Number appointed (Non – dis) 

Percentage of successful appointments 

4173 
1446  
(34%) 

Number of shortlisted applicants (Dis / LTC) 
Number appointed (Dis / LTC) 

Percentage of successful appointments 

403  
107  

(26.6%) 

Number of shortlisted applicants (unknown status) 
Number appointed (unknown status) 

Percentage of successful appointments 

212  
37  

(17) 

Number of Non – dis staff entering formal 
capability process (on the grounds of ill health) 

8 

Number of dis / LTC staff entering formal 
capability process (on the grounds of ill health) 

0  

Number of (unknown status) staff entering formal 
capability process (on the grounds of ill health) 

0 

Non – dis Board Members 14 

Non- dis Executive Board Members 8 

Dis / LTC Board Members (Exec Board) 3  

Dis / LTC Executive Board Members 1 

(Unknown status) Board Members (Exec Board) 0 

(Unknown status) Executive Board Members 0 
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Cluster (Bandings)  
Disabled / LTC Staff (Non-Clinical Workforce) 

2023 

C1 (1-4) 71 (5.7%) 

C2 (5-7) 23 (6.0%) 

C3   (8a / 8b) 7 (9.2%) 

C4 (8c +) 2 (4.8%) 

Cluster (Bandings) 
Disabled / LTC Staff (Clinical Workforce) 

2023 

C1 (1-4) 92 (6.1%) 

C2 (5-7) 162 (6.8%) 

C3  (8a / 8b) 32 (9.2%) 

C4  (8c +) 4 (7.1%) 

C5  (Consultants) 1 (1%) 

C6 (Career Grade) 1 (1.61%) 

C7 (Trainees) 8 (6.35%) 
 

 

These figures shows substantive staff across all pay bands and grades by cluster (in which bandings are 
grouped into seven groups for analysis on the request of NHS England). Percentages = Dis / LTC 
proportion in comparison to non-disabled counterparts. 
 
WDES Analysis of Essex Partnership University NHS Foundation Trust by NHS England 

In September 2023, NHS England’s WDES Team broke down each Trust’s submitted data and nationally 
ranked performance. Below  are the results of this breakdown, with priorities for EPUT based on 
performance.  

Identified Priorities by NHS England WDES Team 

 Metric EPUT National Average EPUT Rank 

1 
Metric 2: Likelihood of appointment from 
shortlisting 

1.31 0.99 170 / 212 

2 
Metric 4ai: Harassment, bullying or abuse from 
patients, relatives or the public in last 12 months 

32.9% 33.2% 120 / 212 

3 
Metric 4aiii: Harassment, bullying or abuse from 
other colleagues in last 12 months 

24.4% 24.8%     103  / 212 

 



 

 

WORKFORCE DISABILITY EQUALITY STANDARD (WDES) ACTION PLAN 2023 
 

Appendix B 

As part of our commitment to diversity and inclusion, we have set out high-level proposals for a comprehensive programme to create a truly inclusive organisation, 
co-created together with our staff. Building on existing work, we propose to take a fundamentally different approach to inclusion to make clear and rapid progress 
to become more inclusive for everyone. 

Our action plan is built upon our Equality, Diversity and Inclusion (ED&I) strategy and the NHS ED&I improvement plan to develop a truly inclusive organisation. 

The action plan summary table included in this document relates to actions against the WDES metrics and shows how these actions are aligned with our priority 
areas. 

Each specific action will be developed into a delivery plan with clear outcomes and delivery metrics.  

This plan will be monitored throughout the year by the ED&I committee and the Disability and Mental Health Network to provide assurance and visibility that we 
are making the difference we want to see. 

The Executive Team have made a commitment to making ED&I a priority by driving the transformational work through their directorates, policies and work streams. 
This approach will make positive changes to the culture of EPUT and lead to greater equity for all staff. Progress against these actions will be driven through the 
Equality and Inclusion Sub Committee and the D&MH Network and assurance provided to the People Equality and Culture Committee (PECC). 

 

 

 

 



 

 

HIGH IMPACT ACTION OBJECTIVE 2023 ACTION PLAN PROGRESS LINKED WDES 
METRIC(S) 

Embed fair and inclusive 
recruitment processes and talent 
management strategies that 
target under-representation and 
lack of diversity. 

Implement a plan to 
widen recruitment 
opportunities within 
local communities and 
to be measured in 
terms of social mobility, 
which include career 
pathways into the NHS 
such as apprenticeship 
programmes and 
graduate management 
training schemes. 
 
Increase visibility and 
awareness for 
colleagues with a long-
term condition or 
disability.  

Year-on-year improvement in disability 
representation leading to parity. 
 
Year-on- year improvement in 
representation of senior leadership (Band 
8C and above).  
 
Encourage and increase staff, including 
Board members to declare that they have a 
disability by 10% within the organisation 
(via ESR) through increased 
communications and a targeted campaign 
 
Working in partnership with the ICS to 
focus on equality and inclusive practices 
for those with disabilities and long-term 
conditions. 
 
Developing Disability Inclusion 
Ambassadors to ensure that shortlists and 
panels are diverse and especially includes 
members who are representatives of 
groups currently under-represented at that 
level within an organisation. (Band 8a and 
above)  
 
Ensure there is an independent member of 
every interview panel for Band 8a and 
above who understands issues affecting 
staff with a disability and LTC.  
 
Provide a psychological safe environment 
for staff to feel confident in identifying with 
a long term health condition or disability 

EPUT recognised as level 3 disability 

confident leader Disability Confident. 
 
EPUT has an established Staff lead 
network for Disability and Mental 
Health.  
 
Successful launch of the recruitment 
de- bias toolkit, providing hiring 
managers resources and guidance for a 
fair and inclusive process. 
 
Soft launch of Inclusion Ambassadors 
on recruitment interview panels, 
ensuring a fair and inclusive process.    
 
EPUT currently provides development 
career programmes: Management 
Development Programme, Leadership 
Development pathway, Rise 
Programme, Edward Jenner, Mary 
Seacole programme, Elizabeth Garett 
Anderson Programme. These 
programmes are monitored and 
reported within the PEN and we will 
ensure these programmes are inclusive 
for all disabled staff.  

Metric 1 

Percentage of staff in National NHS pay-
bands for medical and dental subgroups 
and very senior managers (including 
Executive Board members) compared 
with the percentage of staff in the overall 
workforce. 

Metric 2  

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

Metric 10 

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. 

 

 
 

https://www.gov.uk/government/collections/disability-confident-campaign


 

 

HIGH IMPACT ACTION OBJECTIVE 2023 ACTION PLAN PROGRESS LINKED WDES 
METRIC(S) 

Create an environment that 
eliminates the conditions in 
which bullying, discrimination, 
harassment and physical 
violence at work occur. 

Embed the ‘fair and just 
culture’.   
 

Role model a culture of listening and 
respect across the organisation. Seek 
opportunities to gather different people 
together and draw out diverse opinions.  
 
Provide resources, tools and training to 
staff to enable an effective reporting 
process for bullying, harassment and 
abuse. 
 
Employee relation leads are responsible for 
their care groups to ensure a consistent 
approach to employee relation cases and 
reduce any bias, build awareness for 
reasonable adjustments.  
 
Reduction of staff entering formal capability 
process by 5% in comparison to their non-
disabled counterparts. 
 
Making disability training sessions 
available for all staff, to raise awareness 
and provide resources. Increasing staff 
confidence when working in a diverse 
workforce. 
 

EPUT have implemented a 'fair and just 
culture' which has been reflected in all 
policies and procedures ensuring best 
practice to support staff experience and 
ensure that employment risks are 
minimised. 
 
EPUT have embedded 'Domestic 
Abuse' webinars to heighten awareness 
of support available for staff.  
 
EPUT have embedded 'no space for 
abuse' campaign along with developing 
sexual safety training which is due to be 
implemented in October 2023.  
 
EPUT is underway in implementing the 
'White Ribbon status'.  
 
EPUT is working in partnership with 
FSTU Guardian, ensuring staff have a 
clear pathway and feedback when 
speaking up.  
 
EPUT has reviewed and adjusted ED&I 
training which includes 'active 
bystander module' from an external 
provider. 
 

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. 

 

Metric 4 

a) Percentage of disabled staff 
compared to non-disabled staff 
experiencing harassment, bullying or 
abuse from: 

I. Patients/Service users, their relatives 
or other members of the public 

ii. Managers 

iii. Other colleagues 

b) 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. 

 



 

 

HIGH IMPACT ACTION OBJECTIVE 2023 ACTION PLAN PROGRESS LINKED WDES 
METRIC(S) 

Implement a comprehensive 
induction, on boarding and 
development programme. 

Take positive action on 
recruitment, career 
progression and staff 
recognition, ensuring 
staff are aware of 
opportunities available.  

Provide managers with support 
for having effective appraisals and 
providing developmental feedback from 
performance and interviews. 
 
Gather data on patterns  
of appraisal rating and interview feedback 
collected against protective characteristics 
and other categories. 
 
Implementing a comprehensive data and 
evaluation process, to develop a talent 
management programme which will identify 
success and areas for improvement. 
 
Managers to emphasise the importance of 
development opportunities such as 
experience in performing different roles, 
acting up, secondments, involvement in 
project teams and shadowing. 
 
Improve exit interview process, revise 
questionnaire and collate data on protected 
characteristics. 
 
Ensure line managers are appraising staff, 
recognising achievements and speaking up 
on good practise. 
 
Implement succession plans within EPUT, 
ensuring that potential CEO, Executives, 
Clinical / Service Directors and deputies 
are identified using NHS Leadership 
Academy’s nine box Grid in conjunction 
with EPUT PEN Plan, and that this plan 
reflects ongoing inclusion targets for 
protected characteristics. 

EPUT Organisational development 
team hold career development 
conversations with staff informing staff 
of relevant opportunities.  
 
EPUT introduced an inclusive 
recruitment de-bias toolkit for hiring 
managers, which includes diverse 
panels, agreed recruitment plans, 
inclusion ambassadors and inclusive 
language. 
 
EPUT currently provide career 
development programmes including: 
Management Development Programme 
(MDP), Leadership Development 
programme (LDP), Resilience 
Intelligence Strength and Excellence 
(RISE) Programme, Edward Jenner, 
Mary Seacole programme, Elizabeth 
Garett Anderson Programme.   
 
Working with Inclusive Employers who 
support staff with complex learning 
difficulties and neurodiversity into 
employment. We have been successful 
in recruiting a number of candidates 
into EPUT. 
 
EPUT currently advertises 
apprenticeships, Disability Confident 
Level 3 accredited, age positive mindful 
employer, family friendly employer on 
all job advertisement. Welcome packs 
for candidates feature current career 
development programmes as well as 
reference to our Disability and Mental 
Health Staff Network. 
 
EPUT hold staff recognition awards and 
service awards. 

Metric 5 

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

Metric 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. 

Metric 10 

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. 

https://peoplefirst.nhsbt.nhs.uk/Learning-and-Development/the-9-box-grid.htm
https://peoplefirst.nhsbt.nhs.uk/Learning-and-Development/the-9-box-grid.htm


 

 

HIGH IMPACT ACTION OBJECTIVE 2023 ACTION PLAN PROGRESS LINKED WDES 
METRIC(S) 

Develop and implement an 
improvement plan to address 
health inequalities within the 
workforce. 
 

Embed a psychological 
safe environment for 
staff to express 
themselves without fear 
of negative 
consequences.  

Employee Relations team, Disability and 
Mental Health Network to monitor reported 
incidences when staff felt pressured to 
come into work. 
 
The Trust will monitor staff requests for 
reasonable adjustments and ensure they 
are implemented effectively. 
 
Embed a Health and Wellbeing team to 
hold awareness and drop in sessions 
which offer staff support and resources. 
 
Research health inequalities within the 
community and provide resources to 
support staff affected.   

Line Managers and employee 
experience managers hold Health and 
Wellbeing conversations within EPUT 
providing resources and sign posting 
for support.  
 
The Trust provide the following for staff: 
Here For You service, Sleep App, 
Employee Assistance Programme, 
Domestic Abuse webinars and 
resources for Health. 
 
EPUT hold quarterly surveys to assess 
the wellbeing, morale and state of mind 
from staff on a monthly basis.  

Metric 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. 
 
Metric 8 

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

Metric 9 

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

 

 


