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WORKFORCE disABILITY EQUALITY STANDARD – ACTION PLAN 2020/21

	WDES indicator
	current position
	action
	lead
	timescale
	National and trust strategy alignment
	outcome
	action RAG rating*

	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.
	Disabled colleagues account for 5% of the overall  workforce in the Trust. 
This compares with national picture of 18% of disabled population in employment.  
	Overhaul the recruitment  & selection processes to ensure they enable disabled people to apply for roles and a fair process for selection 
	Deputy Director of People and OD /Head of People Resourcing
	March 21
	Networks feedback
We are the NHS: People Plan 2020/21 – action for us all


SCHFT Trust People Plan 20/22  Please take a look at the attached document 

Trust Caring Together Strategy 20/25
 new strategy and values for 2020 – 25. 

Inclusion Strategy December 2020

Trust Education & Training Plan April 2021 



NHS Long Term Plan
	Increase representation of disabled colleagues across all grades and particularly at leadership level

Target: Disabled colleagues as a proportion of all colleagues to be representative of Sheffield working population by March 2025

Target: Senior manager positions (8a+) to be representative of SC workforce by March 2025

Target: Board/NED/Governor recruitment is representative of SC workforce by March 2025

	
	x
	

	
	
	a) Review compliance with  Disability Confident Employer (level 2)  
b) set out steps to attain level 3: Disability Confident Leader 

	Deputy Director of People and OD
	Mar 21
	
	
	
	X
	

	
	
	Review data kept on ESR and validation of data to ensure its accurate and reflective 

	HR Manager (WFI)
	April 21 and then annually
	
	
	
	X
	

	
	
	DisAbled colleagues trained to sit on recruitment panels (with equal voice) band 7 and upwards  
	Head of HR 
	July 21
	
	
	
	X
	

	
	
	DisAbility Network input into Education and Training Plan to ensure disabled colleague support included.  
	Head of Learning and OD
	Tbc 
	
	
	
	X
	

	2) Relative likelihood of non-disabled staff compared to Disabled staff being appointed from shortlisting across all posts.
	2019 – 1.98
2020 – 1.92
	All recruitment panel members to undergo bias and equality awareness (mandatory) [Board recruitment awareness blue print]

	Head of Learning and OD/Head of HR
	Mar 22
	
We are the NHS: People Plan 2020/21 – action for us all

SCHFT Trust People Plan 20/22  Please take a look at the attached document 

Trust Caring Together Strategy 20/25
 new strategy and values for 2020 – 25. 
Inclusion Strategy December 2020
Trust Education & Training Plan April 2021
	Increase in disabled shortlisted candidates being appointed.
	
	X
	

	
	
	Recruitment process overhaul, scrutiny, checks and balances, positive action tie breaker rule introduced. 
Recruitment decision escalation established in recruitment process.

	Deputy Director of People and OD
	Mar 21
	
	
	
	x
	

	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.
	2019 – 9.05
2020 - 0.00 
	Overhaul of the capability process: formal capability process as a last resort 

[*disciplinary and attendance at work policies also to be reviewed and circulated to the disability network group for review as part of process]

	Head of HR
	Mar 21
	A Fair Experience for All
	
Fairer process and lower capability  rate for all
	
	x
	

	4a) 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
	2019 - D - 23.1%
ND - 19.0%

2020 - D - 29.2%
ND - 19.0%
	Civility/respect campaign to the public about behaviour towards our colleagues [‘what happens what you attack my daddy] including guidance for colleagues, bystanders, reporting and escalation, police involvement and support mechanisms for those who receive adverse experience
	Deputy Director of POD/DNQ (cross organisational task group)
	Launch of campaign March 21
	NHS/Trust People Plan
NHS Violence Prevention and Reduction Standard
	Fewer colleagues facing adverse experience, (nb increasing awareness may see rise in indicator before it reduces)
	
	x
	

	ii) Managers
	2019 D - 13.1%
ND - 6.3%

2020 - D - 12.4%
ND - 7.0%

	Civility/respect campaign to managers about their behaviour towards fellow colleagues  (as for i) above)


	Deputy Director of POD (cross organisational task group) 
	Launch March 21 
	NHS/Trust People Plan
NHS Violence Prevention and Reduction Standard
	Reduced number of disabled colleagues experiencing harassment, bullying or abuse from managers

	
	x
	

	iii) Other Colleagues 
	2019 - D - 24.0%
ND - 12.3%

2020 - D - 23.6%
ND - 16.1%

	Civility/respect campaign to colleagues in the Trust about their behaviour towards fellow colleagues (as for i) above)


	Deputy Director of POD (cross organisational task group)
	Launch March 21
	
	Reduced number of disabled colleagues experiencing harassment, bullying or abuse from their colleagues 

	
	x
	

	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. 

	2019 - D - 42.7%
ND - 47.9%
2020 - D - 49.4%
ND - 50.8%


	Campaign with regards to the reasons why these incidents need reporting and improve our communications with regards to the outcomes for all colleagues so they are aware it is worth reporting. 
	Deputy Director of POD/DNQ(as part of cross organisational task group)
	Launch March 21
	
	An increase in all colleagues reporting these incidents. 

	
	x
	

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

	2019 - D - 83.3%
ND - 88.0%

2020 - D - 79.8%
ND - 90.4%


	Career progression and promotion experience, focus groups with disabled colleagues to ascertain lived experience 

Additional questions in staff surveys to understand perception. Scrutiny of career progression and promotion practices.  Establish escalation process. 

	Head of Learning and OD/Head of  HR 


Head of HR
	June 21




Sep 21
	
	
	
	X




X
	

	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
	2019 - D - 25.3%
ND - 21.2%

2020 - D - 24.8%
ND - 18.1%


	Review the ‘attendance at work’ policy and its application which would include a review of the language used and the ‘triggers’. 


	Head of HR
	March 21
	
	To reduce the number of colleagues across the Trust who are feeling pressured to attend work when feeling unable to do so  
	x
	
	

	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.
	2019 - D - 35.4%
ND - 48.4%

2020 - D - 38.3%
ND - 48.2%


	a) Additional staff survey questions for analysis , 



b) Integrate into HWB conversations

c) Integrate into appraisal conversation

	Head of HR





Head of HR 



Head of Learning and OD 
	Sep 21 




February 21 

April 21 appraisal season
	new strategy and values for 2020 – 25.
	Increased percentage of colleagues feeling valued, and decrease in difference between  ND and D colleague reporting

	
	X




x


x
	

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

	2019 – 73.6%
2020 – 76.7%

Target 100% 
	Review the attendance at work policy. Recognise that not all ‘disabled’ people are absent from work and include support etc in a ‘wellbeing policy’ 

To increase information to managers with regards to support in and outside of the Trust for colleagues, and adjustments.  
	Head of HR 
	Mar 21
	
	Survey results
	
	x
	

	9a) The staff engagement score for Disabled staff, compared to non-disabled staff
	2019 - D - 6.8
ND - 7.2

2020 - D - 6.8
ND - 7.3

Disabled colleagues aren’t as engaged as non disabled colleagues but overall a good score
	Refer to actions for other indicators to increase this score
	Deputy Director of People and OD
	Sep 21
	Inclusion and engagement strategy
	Staff survey results
	
	x
	

	9b) Has your Trust taken action to facilitate the voices of Disabled staff in your organisation to be heard?
If yes, please provide at least one practical example of current action being taken in the relevant section of your WDES annual report.
	Yes
	The disability Network Group was established at the end of 2019.  

Improve attendance, input to other agendas, disability awareness
	Deputy Director of People and OD
	ongoing
	Inclusion strategy
	Network survey and staff survey results


Trend of increasing participation and consistent representation of disabled colleagues voices
	




	



x
	x

	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
	0% disabled at date of data extraction
 
	Every Board recruitment process to incorporate positive action plan to encourage disabled applicants.  


Publish diversity targets. 
	Director of POD/AD of Corporate Affairs



February 21
	Ongoing 
	Trust inclusion strategy  
	Increased diversity of representation at Board level
Board representation consistent with Trust wide representation

	
	





x




	x 









[bookmark: _GoBack]*RAG rating explained: Green started and on track; amber to commence/started not on track with mitigations in place; red – started, not on track and mitigations not in place
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