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Workforce Disability Equality Standard

The Workforce Disability Equality Standard (WDES) is a set of ten
specific measures (metrics) which enables NHS organisations to
compare the workplace and career experiences of disabled and non-

disabled staff.

NHS organisations use the metrics data to develop and publish an

@of/& /r)'om(}re, actio_n plan, building on high impact actions shared in the first ever
EDI improvement plan.

We are

compass_lonate Year on year comparison enables NHS organisations to demonstrate

andinClusive progress against the indicators of disability equality to create the
cultures of belonging and trust that will improve retention, recruit from
the widest possible talent pool and provide sustainable careers.
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Introduction Orthopaedic Hospital
The data for indicators 1 to 3 and 10 are from the Trust's workforce data at, 31 March 2025.

This includes information on disability-related demographics, workforce representation, and disability declaration
rates. Indicators 4 to 9 have been obtained from the Trust's National Staff Survey results for the year 2024. These
measures cover aspects such as workplace adjustments, perceived discrimination, bullying and harassment, career
development opportunities, and satisfaction levels among disabled staff.

The data presented provides a better understanding of the experiences of our disabled workforce and highlights
areas of success and areas requiring further attention. The Action Plan will include specific objectives, initiatives, and
review of policies to further support disabled staff, promote inclusivity, and further develop a positive work
environment.

The WDES Annual Report 2025 demonstrates the Trust's commitment to disability equality and improving the work
experience of disabled staff. We will aim to create an environment that promotes equal opportunities and positive
change for all staff.



WDES Metric 1 to 2

Indicator 1- Workforce representation — Comparing the proportion of disabled staff in the workforce to the proportion of disabled people in the local

working-age population. The representation of disability in the workforce based on the Electronic Staff Record.

Percentage of staff declaring a disability compared to the percentage

of staff not declaring their disability status, ESR, by year.

Reporting year

2019 2020 2021 2022 2023 2024 2025
Disabled 2.70% 2.60% 2.70% 3.00% 4.00% 4.60% 6.22%
Non-Disabled 29.40% | ©1.30% | 62.80% | 89.10% | 72.10% | 75.90% | 80.59%
Unknown 37.90% | 35.80% | 34.50% | 27.90% | 24.00% | 19.40% | 13.26%

Workforce representation - Comparing the proportion of disabled staff in the
workforce to the propartion of disabled people in the local working-age population.
The representation of disahility in the workforce based on the Electronic Staff

Record.

Disabled staff

#Disabled

114

% Disabled

6.25%

Snapshot of data as at 315t MARCH 2025

Non-disabled staff

#Non-
disabled

149

% Non-
disabled

80.59%

Disability Unknown or Null

#Unknown/Null % Unknown/Null

246

13.26%

Qverall

Total

1855

Indicator 2 - Recruitment — Analysing the relative likelihood of disabled staff being appointed from shortlisting compared to non-disabled staff.

The relative likelihood of non-disabled applicants being appointed from
shortlisting compared to Disabled applicants

Reporting Year
2019 2020 2021 2022 2023 2024 2025
1.02 1.97 1.58 1.07 1.74 1.55 1.5




WDES Metric 3

Indicator 3 -Relative likelihood of disabled staff compared to non-disabled staff entering the formal capability process, as measured by entry in
the formal capability process.

Snapshot of data as at 31st MARCH 2025

Dizsabled staff Non-disabled staff Disability Unknown or Null Overall

& LLriE % Mon- e knownull B
Dizabled disabled disabled Unknown/Null

Indicator # Dizabled Total Comment

Average number of staff entering the formal capability

process over the last 2 yvears for any reason. (i.e. Total 2
divided by 2.)
Of these, how many were on the grounds of il-healh? 1.5

Relative likelihood of disabiled staff compared Likelihood of staff entering the formal capability process 0.004385

to non-disabled staff entering the formal
capabilty process, as measured by entry into
the formal capability procedure.

A figure above 1:00
indicate=s that Dizabled
staff are more likely than
Mon-Disabled staff to enter
the formal capability
pProcess.

Relative likelihood of Dizabled staff entering the formal

capability process compared to Non-Disabled staff ondl




WDES Metric 4

Indicator 3 - Staff experiences — Examining the differences in staff survey responses between disabled and non-disabled staff regarding their experiences in
the workplace.

Indicator 4 - Bullying and harassment — Assessing the reported experiences of bullying and harassment and the support provided to disabled staff.

Surv
P Workforce Disability Equality Standards Coordination (INHS |

Centre
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P Workforce Disability Equality Standards Coordination INHS |

Centre
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2 2 g Percentage of staff experiencing harassment, bullying or abuse from patients/service users, their relatives or the publicin £ E
Ex 5 the last 12 months. %' £ 40
£5¢ 2t
ER R 30 £ES e
222 Eo g
pes 5z d 0
= & L
& &
EE2 ® It
Ei%e PE3 =
RS- 20 Ecye
= 58
s254 3 g H
2gas3 a2 20
L3 @ =
R 15 a3 3
R 332 B}
5% 8% 15
=4 85y
g i3 10 552 10
523 BE
RES gpe
gL 5 £ 5
Euo 8 g
= 335 95
= [i]
£% 2 [i] a®
2020 2091 P 2093 2024 2020 2021 2022 2023 2024
» Staff with a LTC or illn i 34.15% 28.02% 26.90% 21.80% 25.12%
Staff with a LTC or illnes: { 21.69% 23.50% 22.35% 19.52% 27.75% - >
— Staff without a LTC or iliness: Your 16.78% 17.26% 18.45% 14.18% 16.18%
Staff without a LTC or iline C 13.69% 16.17% 15.23% 12.98% 16.05%
Staff with a LTC or illness: Aver; 25.39% 26.53% 24.20% 21. .
Staff with a LTC or illness: Average 21.90% 24.14% 2513% 22 56% 24.32a% ! 2ES < ZE1EX
16.63% 16.48% 15.43% 14.32% 15.23%
Staff with a LTC o ilness: Responses - 183 170 210 208 Staff with a LTC or illness: Respanses 164 182 171 211 207
Staff without a LTC or fllness: Responses _— a3 . — a7 Staff without a LTC or illness: Responses ™ 643 645 677 618
Mot: 2073 esuls for WOES mebic 4o 4] e hour neported ueing comeced data, Please . — Wote: 2023 resuts for WDES metric 4¢ {(14¢) are now reported using corrected data. Please see for more details.

Survey

P Workforce Disability Equality Standards Coordination
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WDES Metric 5to 6

Indicator 5 - Career progression — Evaluating the opportunities for career development and promotion available to disabled staff.

Survey
P Workforce Disability Equality Standards Coordination [V
Centre
E 5 Percentage of staff who believe that their organisation provides equal opportunities for career progression or promotion.
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Staff with a LTC or illness: Your org 58.79% 59.56% 47.40% 59.24% 53.59%
Staff without a LTC er illness: Your arg 61.46% 62.38% 59.47% 59.85% 651.81%
Staff with a LTC or illness: Average 51.17% 52.29% 52.34% 51.90% 52.05%
Staff with a LTC or illness: Responses 165 183 173 211 209
Staff without a LTC or illness: Responses 724 646 6d4d 675 618

Indicator 6 - Reasonable adjustments — Monitoring the provision and effectiveness of reasonable adjustments made for disabled staff.

Survey
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Percentage of staff with a long lasting health condition or illness saying their employer has made reasonable adjustment(s) to enable them to
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Staff with a LTC or illness: Your org 80.39% B291% 73.98%
Staff with a LTC or illness: Average 76.36% T4.73% 77.67%
Staff with a LTC or illness: 102 117 123

Responses



WDES Metric 7 to 8

Indicator 7 - Staff engagement — Measuring the levels of engagement and satisfaction among disabled staff.

Survey

P Workforce Disability Equality Standards Coordination INHS|

entre

Staff engagement score (0-10)
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2020 2021 2022 2023 2024
Organisation average 7.49 115 711 735 7.3
Staff with a LTC or illness: Your org 7.20 6.90 6.71 7.5 6.96
Staff without a LTC or illness: Your org 7.56 7.23 7.23 742 7.42
Staff with a LTC or illness: Average 7.08 692 6.98 539 6.96
Staff with a LTC or illness: Responses 165 124 173 210 210
Staff without a LTC or illness: Responses 726 648 650 631 619

MNote: Data shown in this chart are unweighted therefore will not match weighted staff engagement scores in other autputs.

Indicator 8 - Staff health and wellbeing — Investigating the physical and mental health outcomes for disabled staff.

Surv
» Workforce Disability Equality Standards Coordination NHS |

Centre

Percentage of staff with a long lasting health condition or illness saying their employer has made reasonable adjustment(s) to enable them to
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Staff with a LTC or illness: Your arg B0.39% 82.91% 73.98%
Staff with a LTC or illness: Average 76.36% 74.73% 77.67%
Staff with a LTC orillness: 102 117 173

Responses



WDES Metric 9 to 10

Indicator 9 - Leadership representation — Comparing the representation of disabled staff in leadership roles to the overall workforce.

% of staff in AFC |Cluster 1: AfC Bands =1 to 4 20 6.20% 277 85.50% 27 8.30% 324
banding or Cluster 2: AfC bands Sto 7 36 6.00% 479 80.10% a3 13.90% 598
medical & dental |Cluster 3: AfC bands 8a and 8b 4 6.90% 43 74.10% 11 19.00% 58
subgroups and  |Cluster 4: AfC bands 8c to VSN 0 0.00% 8 88.90% 1 11.10% 9
very senior Total Clinical 60 6.10% 807 81.60% 122 12.30% 089
managers Medical & Dental Staff, 4 3.81% 71 67 62% 20 28 57% 105
{including Consultants

Executive Board [Medical & Dental Staff, Non- 0 0.00% 07 84 389 z 15 63% 39
Members) Consultants career grade

compared Wlth Medical & Derjtal Staff, Medical 0 0.00% 14 77 78% 4 99 999 18
the % of staffin  |and dental trainee grades

the overall Total Medical and Dental 4 2.58% 112 72.26% 39 25.16% 155
workforce MNumber of staff in workforce 114 6.15% 1495 | 80.59% 246 13.26% | 1855

Disabled staff

Snapshot of data as at 31st MARCH 2025

MNon-disabled staff

# Non-

. o
# Disabled % Disabled disabled

% Non-
dizabled

Disability Unknown or
Null

#

Unknown!

Unknown!

Overall

Total

Indicator 10 - Overall board membership reviewing the representation of disabled individuals on the Boards.

Snapshot of data as at 31st MARCH 2025

Non-dizabled staff Disability Unknown or Null

B SLiE e I e raes B
Dizabled dizabled disabled Unknown/Mull

Owerall

Disabled staff

Indicator # Dizabled Total

Total Board members

Percentage difference between the
organisation's Board voting
membership and its organisation's
overall workforce, dizsaggregated:

of which: Voling Board members

: Non Volting Board members

of which: Exec Board members

« By Voting membership of the Board - Non Executive Board members

Difference (Total Board - Overall workforce )
= By Executive membership of the Board (r d

Difference (Voting membership - Overall Workforce)

This is a snapshot as of at 31st March
2025,

Difference (Executive membership - Overall Workforce)




Key findings for 2024

Harassment, bullying or abuse from other colleagues in last 12 Equal opportunities for career progression or promotion
months for disabled staff has INCREASED from 21.80% in 2023 to DECREASED from 59.24% in 2023 to 53.59% in 2024.

25.12% in 2024.

Surv
Y Workforce Disability Equality Standards Coordinaton NHS

Centre

Surv
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Key findings for 2024

Percentage of disabled staff saying that the employer has made reasonable adjustment(s) to enable them to
carry out their work. Staff experience has DECREASED from 82.91% in 2023 to 73.98% in 2024.

Survey

» Workforce Disability Equality Standards Coordination [\V/F'LY
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Percentage of staff with a long lasting health condition or illness saying their employer has made reasonable adjustment(s) to enable them to

. carry out their work.
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Key findings for 2024

Staff Engagement score for disabled staff has scored SLIGHTLY DECREASED
from 7.15% in 2023 to 6.96% in 2024.

Surv
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Staff engagement score (0-10)
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Organisation average 7.49 T.15 7.11 7.35 7.31
Staff with a LTC or illness: Your org 7.20 6.90 6.71 7.15 6.96
Staff without a LTC or illness: Your arg 7.55 T.23 7.23 T.42 .
Staff with a LTC or illness: Average 7.08 6.92 6.98 6.99 6.96
Staff with a LTC or illness: Responses 165 184 173 210 210
Staff without a LTC or illness: Responses s G648 650 G2l 619

MWote: Data shown in this chart are urseighted therefare will not mabch weighted staff engagement scores in other outputs.
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Executive Summary

The Trust continues to commit to being a more inclusive place to work, ensuring
equal opportunities and celebrating our diversity. We support and encourage staff
to share their experiences through a variety of feedback resources and in line with
our Inclusion Strategy.

Through 2024 / 2025, we have achieved;

Worked with the Disability Staff Network Group on key priorities.

OurSpace wellbeing platform continues to be a support digital tool
for all staff.

- Staff event to celebrate Neurodiversity Celebration Week with live Webinar.
Stalls from RJAH Library providing literature, Unison with advice and our
League of Friends in attendance.

- Celebrated Inclusion Week in September 2024.

- Staff Network Celebration Day May 2025.

Through 2024/2025, we have achieved;

NHS

The Robert Jones and Agnes Hunt
Orthopaedic Hospital

NHS Foundation Trust

Received 47% (851 completed questionnaires) response for our Staff Survey
2024 compared to 52% rate in 2023 (907 completed questionnaires).

Bank Staff Included in the National Staff Survey for 2024. This achievement
marked a significant step forward in the Trust’s commitment to inclusivity and
comprehensive staff engagement. 2024 response rate 23% for 2024 (48
completed questionnaires out of 205 questionnaires sent). Achieving Top in the
benchmarking group (Acute Specialist Trusts).

Continuing to review our progress and delivery against statutory requirements,
such as the public sector equality duty.

Welcomed new members to the bi- monthly EDI meetings so that they are
more inclusive for members to attend.

Guest Speaker Jo Southall from The Ehlers-Danlos Support UK attended 24t
Jan 2025 Disability Staff Network Group.

Health Passport ... The Health Passport has undergone an extensive trial
phase, with staff members actively using and providing feedback on its efficacy
and usability. This document outlines the steps involved in the trial,
amendment, and approval process, leading up to its final communication and

training rollout to line managers.




Staff Survey Results by Organisation

NHS

The Robert Jones and Agnes Hunt
Orthopaedic Hospital

"'HS Foundation Trust

Siafi Wedian to | Below Median
oHE B8 O g Morale Bast o Worst
HE Shropshire, Telford And Wrekin Integrated Care Board T.ar EBE ETS B3 490 711 Eod BE1 505 4 =
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or worst.

« Robert Jones and Agnes Hunt has scored Median to Best for 5 out of the 8 elements/themes, and 4 Below Median to Worst, with no national best

« Shropshire Community Health has scored Median to Best for 2 elements/themes and Below Median to Worst in 7 elements/themes.
« Shrewsbury and Telford has scored Below Median to Worstin 1 elements and Below Median to Worst in 8 elements/themes.
=  Shropshire, Telford and Wrekin ICB scored Median to Best in 4 elements/themes and Below Median to Worst for 5 element/themes.

Do nod 'mead across’ element or theme scores as these are not directly comparable.

Themes are made up of different questions that all have vanying evaluative context.
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NHS

- The Robert J dA H
Conclusion e Robert Jones and Agnes Hunt

)

NHS Foundation Trust

The Workforce Disability Equality Standard (WDES) is a
transformative initiative that empowers NHS organisations to create
more inclusive and equitable workplaces for disabled staff. By using
the WDES metrics to develop action plans and track progress over

time, organisations can ensure that they are meeting the needs of
their disabled workforce and fostering a culture of belonging and
trust. Ultimately, the WDES contributes to the broader goal of
Improving staff retention, attracting diverse talent, and providing

A
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Staff Network

NHS

The Robert Jones and Agnes Hunt
Orthopaedic Hospital

NHS Foundation Trust

The results of the WDES data for 2025 will
be shared with our Staff Disability Network
and the subsequent action plan will be
shared for input and feedback.

Amendments to the action plan will be
made In line with the network
recommendations.




NHS

The Robert Jones and Agnes Hunt

Further enquiries. Orthopaedic Hospital

)

RJAH would welcome any enquiries about the details of our WDES and Action Plan.

Please contact:

Caroline Nokes-Lawrence, Associate Chief People and Culture Officer Caroline.nokes-lawrence@nhs.net
Amber Scott, Senior OD & Inclusion Adviser Amber.Scottb@nhs.net
Gina Huxley, OD & Inclusion Adviser Gina.huxley@nhs.net
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