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Some useful abbreviations:

e BAME - Black, Asian and Minority Ethnic

e BME - Black Minority Ethnic

e Global majority — Term agreed to replace BME/BAME and reference to minority.
e EDI - Equality Diversity and inclusion

e EDIG - Equality Diversity and Inclusion Group

e FTSU - Freedom to Speak Up (Guardian)

e HR - Human Resources

e OD - Organisational Development

e PCC - People and Culture Committee

e WRES - Workforce Race Equality Standards

e WDES - Workforce Disability Equality Standards
e |CS - Integrated Care System

¢ |EN - Internationally Educated Nurse
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1.0 Executive Summary

The NHS Workforce Disability Equality Standard (WDES) is a national standard. It was
launched in 2019 and aims to improve the workplace and career experiences of
Disabled colleagues in the NHS. This is the sixth year of reporting on the WDES and
the fourth year for University Hospitals Dorset (UHD).

This report shows the latest dataset for 2025 in relation to these standards and
explores whether there have been any significant improvements or deterioration
compared with the results from 2024. An updated WDES action plan is also included
within the report (Appendix 1), outlining the areas of focus for the Trust in the coming
year.

The key findings from the 2025 submission show:

The declaration of Disability on the Electronic Staff Record (ESR) is now 7.10%
compared to 6.3 % in 2024

e The relative likelihood of a Disabled job applicant being appointed through
shortlisting has slightly reduced to 1.05 compared to 1.24 in 2024. A score of 1
indicates equal opportunity

e This year’s data shows no evidence of disabled staff entering the formal
performance process

e Disabled staff are more likely than non-disabled staff to experience bullying,
harassment and abuse from patients, service users, relatives, members of the
public, managers and colleagues than their non-disabled counterparts

e Disabled staff are less inclined to believe the Trust provides equal opportunities
for career development as compared to those staff without disabilities, with a
disparity of 5.95%

e Disabled staff feel more pressure than non-disabled staff to come to work when
unwell

e 35.46% of Disabled staff reported that they felt valued for their contribution, a
2.14% decrease from 37.6% reported in 2024

e 78.44% of Disabled staff reported they had the reasonable adjustment(s)
required to perform their duties compared to 78.12% in 2024

e The staff engagement score for Disabled staff was 6.53%, compared to 6.62%
in 2024



e There is now a declared 4% representation of disabled staff on the Trust Board,
compared to no representation in 2024

Compared to the 2024 WDES data, we have seen a positive and improving trend in a
number of indicators. In summary, this report highlights the need for sustained action
to ensure UHD progresses towards disability equality.

Our 2025 WDES action plan is underpinned by the recently published NHS Equality
Diversity and Inclusion Improvement Plan (High Impact Actions)
https://www.england.nhs.uk/long-read/nhs-equality-diversity-and-inclusion-
improvement-plan/ and progress will continued to be monitored by our People and
Culture Committee.

2.0 Introduction

University Hospitals Dorset NHS Foundation Trust aspires to embed an inclusive
culture where diversity is valued and championed at all levels of the organisation.

Through our Trust objectives and values, we aim to:
e promote and deliver equality of opportunity, dignity and respect for all our
patients, service users, their carers and families and our people
¢ eliminate discrimination and harassment and reduce health inequalities

We use the term ‘Disability’ as it is defined in the Equality Act 2010 recognising that
the Act’s intention is both positive and protective for Disabled people. However, we
recognise that ‘Disability’ is a dynamic term, within which terms such as
‘neurodivergence’ and ‘neurodiversity’ are emerging and changing, including the
relationship between neurodivergence and definitions of Disability. Throughout this
report, we have used a capital ‘D’ when referring to Disabled staff. This is a conscious
decision, made to emphasise that barriers continue to exist for people with long-term
conditions. The capital ‘D’ also signifies that Disabled people have a shared identity
and are part of a community that continues to fight for equality and equity.

We continue our commitment to understanding staff experience and to engage with
staff in a way which respects and advances our commitment to the Trust’s value of
‘Listening to understand’.

Our staff network groups have been instrumental in providing increased feedback to
inform the Trust of the need for change to reduce potential organisational
barriers. They are more mature in their development and progress compared to many
others in the region; evidenced by invitations to speak with other trusts and recognition
at a national level. Our Probability Network supports the recruitment, training, career
development and promotion of disabled persons / employees. The Trust holds
‘Disability Confident’ accreditation. It takes positive and proactive steps to maintain
continued employment, provide training, and foster career development and
promotion for disabled members of staff.


https://www.england.nhs.uk/long-read/nhs-equality-diversity-and-inclusion-improvement-plan/
https://www.england.nhs.uk/long-read/nhs-equality-diversity-and-inclusion-improvement-plan/

3.0 Workforce Disability Equality Standard (WDES) 2025

The NHS Workforce Disability Equality Standard (WDES) was introduced in 2016 to
address the inequalities experienced by our Global Majority. There are 9 indicators
developed from data sourced from Human Resource records and the 2023 NHS Staff
Survey. A summary of our 2025 WDES Metrics (1 — 10) is shown in Figure 3.4.

Whilst it is evident from the national and local data that there has been some
improvement in 2024, behind the indicators, hundreds of staff, including those from all
Protected Characteristics, continue to report bullying, harassment, and discrimination.

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.

The declaration of Disability on the Electronic Staff Record (ESR) is now 7.10%
(national target by NHSE is 4%) compared to 6.3% in 2024.

In comparison, the 2024 National Staff Survey recorded 5530 (21.66%) UHD staff
answering ‘Yes’ to the question ‘Do you have any physical or mental health conditions
or illnesses lasting or expected to last for 12 months or more?’

Figure 3.1: WDES Metric 1 Headcount
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Figure 3.2: WDES Metric 1 Percentage of Declaration by Pay bands

. . Disability Disability
- o -
Disabled Staff % Disabled Staff Non gt':f?bled %o Nonstlglf?abled unknown or Unknown/null
null %
NON-CLINICAL
ﬂ‘)s‘e’ 1 (under band 1, bands 174 8.9% 1443 73.5% 347 17.7%
Cluster 2 (bands 5-7) 51 9.2% 449 80.8% 56 10.1%
Cluster 3 (bands 8a-8b) 9 5.9% 114 75% 29 19.1%
Cluster 4 (bands 8c — 9 & VSM) 2 3.19% 54 84.4% 8 12.5%
CLINICAL

f_';‘)Ste’ 1 (under band 1, bands 132 7.4% 1429 80.4% 217 12.2%
Cluster 2 (bands 5-7) 276 6.9% 3375 83.9% 370 9.2%
Cluster 3 (bands 82-8b) 16 4.4% 218 60.1% 129 35.5%
Cluster 4 (bands 8c — 9 & VSM) 0 0.0% 31 68.9% 14 31.1%
Cluster 5 (Medical & Dental 0 0 0
Staff Consultants) 9 1.73% 366 70.38% 145 27.88%
Cluster 6 (Medical & Dental
Staff, non-Consultants career 5 2.99% 121 72.46% 41 24.55%
grade)
Cluster 7 (Medical & Dental
staff, Medical and dental 59 8.48% 597 85.78% 40 5.75%
trainees)
Total declaration

733 7.10% 8197 79.38% 1396 13.52%




Figure 3.2 highlights how the 7.10% declaration on ESR is distributed across pay
bands. It shows a zero declaration from Bands 8c — 9 (VSM) and also a low
declaration from Medical and Dental Staff / Consultants (1.73%).

Metric 2: Relative likelihood of Disabled staff compared to Non-Disabled staff
being appointed from shortlisting across all posts. This refers to both external
and internal posts.

The relative likelihood of a Disabled job applicant being appointed through shortlisting
has improved from 1.11 reported in 2024 to 1.05 in 2025. The current national average
suggests Disabled and non-Disabled applicants are equally likely to be recruited and
UHD data shows improvement.

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.

Data indicates no disparity between Disabled and non-Disabled staff in the formal
capability process.

Metric 4: (Part A) 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, managers and other colleagues; (% of
total participants in staff survey related question, not % of total workforce)

The percentage of Disabled staff reporting bullying, harassment or abuse from
patients, service users or the public, from managers and from other colleagues is
30.32% compared to 20.94% for non-Disabled staff. The disparity rate is highlighted
below:

Public: 9.38%
Managers: 6.61%
Other colleagues: 9.41%

Metric 4: (Part 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.

The percentage of Disabled staff reporting incidents of harassment, bullying or abuse
at work is 48.61% compared to 52.95% of non-Disabled staff.

Metric 5: Percentage of Disabled staff compared to Non-Disabled staff believing
that the Trust provides equal opportunities for career development.

54.06% of Disabled staff believed they had equal opportunities for career progression
or promotion compared to 60.01 non-Disabled staff. Compared to 2024, this
percentage has deteriorated for Disabled staff whilst the Non-Disabled staff
percentage has shown improvement.



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.

22.59 % of Disabled staff experienced presenteeism compared to 25.21% in 2024.

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.

35.46% of Disabled staff are satisfied with the extent to which the organisation values
their work compared to 46.64% non-Disabled staff. Compared to 2024, this
percentage has deteriorated for Disabled staff whilst the Non-Disabled staff
percentage has shown improvement.

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

78.44% of Disabled staff reported they had the reasonable adjustment(s) required to
perform their duties compared to 78.16 in 2024.

Metric 9: (Part A) The staff engagement % score for Disabled staff, compared to
Non-Disabled staff and the overall engagement % score for the organisation.

The staff engagement score for Disabled staff was 6.53 with a slight decrease from
6.62 in 2024.

Metric 10: Board Voting by % disability.

There is now a declared 4% representation of disabled staff on the Trust Board,
compared to no representation in 2024.

4.0 Conclusions and Next Steps

Based on a comparison to the 2024 data, we have seen improvements in some
metrics. However, the disparity gap is still large across a number of indicators and the
level of discrimination, harassment and bullying experienced by Disabled staff
compared to non-disabled staff remains a significant concern.

In this reporting period our external auditor has undertaken a review of our staff
networks to inform future alignment to the Trust's needs and provided revised
governance suggestions.

The WDES action plan (Appendix 1) sets out in detail the actions the Trust will take to
achieve improvements against these indicators.



WDES indicators National

2024

1.Percentage of staff with a Disability
compared to non-disabled staff Overall % 4.4 5.6 6.3 4.9 7.10
[Disability declaration rate on ESR]

2. Relative likelihood of non-disabled staff compared to
Disabled staff being appointed from shortlisting across all posts. 1.2 1.24 1.11 0.99 1.05

3. Relative likelihood of Disabled staff compared to non-
disabled staff entering the formal capability process, as measured 4.12 3.03 2.08 217 0
by entry into the formal capability procedure.

4a i. Percentage of Disabled staff

compared to non-disabled staff Disabled % 32 32.5 30.56 30.0 30.32

experiencing harassment, bullying or

abuse from patients/service users, ‘

their relatives or other members of the Non-Disabled % 25 27.8 25.34 23.3 20.94

public

4b ii. Managers Disabled % 15.3 15.3 13.05 14.6 12.77
Non-Disabled % 9.1 8.6 5.83 8.2 6.16

4c iii. Other colleagues Disabled % 25.0 26.6 24 .35 23.8 23.51
Non-Disabled % 19 17.8 14.21 15.4 14.10



4d. 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.

5. Percentage of staff believing that
their trust provides equal opportunities
for career progression or promotion

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.

7. Staff Survey 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 %

Non-Disabled %

Disabled %

Non-Disabled %

Disabled %

Non-Disabled %

Disabled %

Non-Disabled %

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

their work. [%]

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

Disabled %

10

45.8

46.1

54.3

59.06

29.1

21.0

35

43

78.3

6.6

47.8

42.8
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58.5

28.8

19.6

31.4

40.8

78.0

6.5

48.78

46.03

54.25

58.71

25.21

16.17

37.6

45.99

78.16

6.62

52.5

51.4

51.3

57.57

26.6

18.5

36.9

47.8

74.5

6.5

48.61

52.95

54.06

60.01

22.59

14.42

35.46

46.64

78.44

6.53



Disabled staff and the overall

engagement score for Non-Disabled % 7.0
the organisation.
9b. Has your trust taken action to Disabled % Yes
facilitate the voices of Disabled staff in

L 5
your organisation to be heard? (Yes) Non-Disabled % Yes
or (No)
10. Percentage difference between .

Y . By voting

the organisation’s Board voting . .

: ; T and Executive membership 4
membership and its organisation’s of Board

overall workforce.

Key

[ ] * (Disparity ratio) shows minimum change (less than 0.05%)

* (Disparity ratio) shows improvement

‘ * (Disparity ratio) shows deterioration

11

6.9

Yes

Yes

5.6

6.96

Yes

Yes

6.2

7.0

Yes
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6.5

7.01
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WDES 2025 Revised action plan

High Impact Relevant WDES Indicators Actions Timescale | Owner
Action
Measurable Metric 1 EDI objectives for board members set by the | April 2026 Chair/CEO
objectives Percentage of staff with a Disability compared Chair and CEO as part of the annual
on EDI for to non-disabled staff appraisal process. These personal
Chairs Chief Metric 9 objectives and progress against them will be
Executives a) Staff engagement score for disabled staff shared.
and Board compared to non- disabled staff This will be supported by a suite of board
b) The overall engagement score for the development activities for EDI in the year
members organisation ahead.
Metric 10
Percentage difference between the
organisation’s Board voting membership and its
organisation’s overall workforce.
Fair Metric 2 Conduct an independent review of October Associate
Recruitment | Relative likelihood of non-disabled staff recruitment practices against equality 2026 Director HR
and compared to Disabled staff being appointed assessment criteria alongside a review of Operations
Talent from shortlisting across all posts recruitment training for hiring managers. Recruitment
Management Metric 5 lead,
Percentage of Disabled staff compared to non- | Consider adopting a Level 3 Disability EDI lead
disabled staff believing that the Trust provides | Confident accreditation
equal opportunities for career progression or
promotion Continue the Positive Action leadership
programme with further cohorts and October Director of OD
evaluation to ensure WDES applicants build | 2026
their learning and confidence.
Eliminate Metric 1 Improve Disability declaration rates and Review Chief People
Pay Gaps Percentage of staff with a Disability compared build staff confidence in declaring their December | Officer
to non-disabled staff status by ensuring all staff are aware of why | 2025 Head of
Metric 5 OD/EDI lead

12




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

disability declaration on ESR is important,
and how to update this information

promotion Establish a status report capturing the October AD of
appraisal and personal development plans 2026 Education/
of those staff known to the Trust living with a Director of OD
long term condition.
Review access to career progression and October AD of
CPD and ensuring there is equitable access | 2026 Education/
to training and development opportunities. Director of OD
October
Monitor promotion rates by disability status. | 2026 Head of
OD/EDI lead
Addressing Metric 6 Finalise and publish the process for October Occupational
Workforce Percentage of Disabled staff compared to non- | accessing reasonable adjustments, 2026 Health
Health disabled staff saying that they have felt including the flow diagram on how to access Proability
Inequalities pressure from their manager to come to work, workplace adjustments. Network
despite not feeling well enough to perform their | Continue to build on our Thrive campaign to Comms

duties.

Metric 7

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

Metric 8

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

educate managers on the wellbeing support
available for all UHD staff and on having
wellbeing check in conversations and health
passports.

13




Support for Metric 5 Increase bespoke listening events to October EDI lead/
Disabled Percentage of Disabled staff compared to non- | discuss the experiences of Disabled staff 2026 Proability
Staff disabled staff believing that the Trust provides Work with our ProAbility Network to design Network
equal opportunities for career progression or open space discussions Comms
promotion Continue to support the annual Purple Light
Metric 7 Up campaign.
Percentage of Disabled staff compared to non-
disabled staff saying they are satisfied with the | EStablish a status report capturing the October AD of
extent to which their organisation values their | @PPraisal and personal developmentplans | 5gog Education /
work. of those staff known to the Trust living with a Director of OD
Metric 9 long term condition -
a) Staff engagement score for disabled staff
compared to non- disabled staff Review access to career progression and October AD of
b) The overall engagement score for the CPD and ensuring there is equitable access | 52g Education /
organisation to training and development opportunities. Director of OD
Work with the Pro Ability Network to EDIlead/
establish key areas of interest to support October Proability
career opportunity. 2026 Network
Comms
Eliminating Metric 4 Continue to promote our zero-tolerance October CEO and
Bullying, Percentage of Disabled staff compared to non- | stance to all forms of discrimination, hatred | 2026 Board
Harassment | disabled staff experiencing harassment, and racism (including antisemitism, and CD)IFr’?)C/tSroSOD
& Violence bullying or abuse from: Islamophobia) through the Trust’s Anti-
a. Patients/service users, their relatives or Racism statement and guidance focusing EDI Lead
other members of the public particularly on our leadership and oD
b. Managers management development offer to support Comms
c. Other Colleagues teams through transition as part of
d. Percentage of Disabled staff compared to Transforming Care Together.
non-disabled staff saying that the last time they
experienced harassment, bullying or abuse at Implement next phase of the Behavioural October
work, they or a colleague reported it Charter with a focus on civility, respectand | 2026 FTSU

14




professional behaviours at UHD in line with
our values. This will include a significant
improvement (>5%) in the % of Disabled
staff who experience harassment, bullying
or abuse at work from colleagues (currently
a 9.41% disparity rate)

15




	• 35.46% of Disabled staff reported that they felt valued for their contribution, a 2.14% decrease from 37.6% reported in 2024
	• 78.44% of Disabled staff reported they had the reasonable adjustment(s) required to perform their duties compared to 78.12% in 2024
	• The staff engagement score for Disabled staff was 6.53%, compared to 6.62% in 2024
	• There is now a declared 4% representation of disabled staff on the Trust Board, compared to no representation in 2024
	The relative likelihood of a Disabled job applicant being appointed through shortlisting has improved from 1.11 reported in 2024 to 1.05 in 2025. The current national average suggests Disabled and non-Disabled applicants are equally likely to be recru...
	54.06% of Disabled staff believed they had equal opportunities for career progression or promotion compared to 60.01 non-Disabled staff. Compared to 2024, this percentage has deteriorated for Disabled staff whilst the Non-Disabled staff percentage has...
	22.59 % of Disabled staff experienced presenteeism compared to 25.21% in 2024.
	35.46% of Disabled staff are satisfied with the extent to which the organisation values their work compared to 46.64% non-Disabled staff. Compared to 2024, this percentage has deteriorated for Disabled staff whilst the Non-Disabled staff percentage ha...
	78.44% of Disabled staff reported they had the reasonable adjustment(s) required to perform their duties compared to 78.16 in 2024.
	The staff engagement score for Disabled staff was 6.53 with a slight decrease from 6.62 in 2024.
	There is now a declared 4% representation of disabled staff on the Trust Board, compared to no representation in 2024.
	The WDES action plan (Appendix 1) sets out in detail the actions the Trust will take to achieve improvements against these indicators.

