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	Purpose of the paper
Please check ONE box only:
	☒  For approval
☐  For discussion
	☐  For information



	Relationship to the Strategic priorities and Board Assurance Framework (BAF)

	The work contained with this report contributes to the delivery of the following themes within the BAF

	Being the Best Place to Work
	Looking after our people
	Y

	
	Belonging to our organisation
	Y

	
	New ways of working and delivering care
	Y

	
	Growing for the future
	Y

	Delivering Best Quality Services
	Improving Access and Flow
	Y

	
	Learning for Improvement 
	Y

	
	Improving the experience of people who use our services
	Y

	Making Best Use of Resources
	Financial sustainability
	Y

	
	Our environment and workplace
	Y

	
	Giving back to our communities
	Y

	Being the Best Partner
	Partnership
	Y

	Good governance
	Governance, accountability & oversight
	Y



	Purpose of the report 

	This report provides the 2026 NHS Workforce Disability Equality Standard results and proposed action plan for approval.



	Executive Summary 

	The Trusts performance has worsened in in eight of the colleague experience metrics. Metrics. Performance has been maintained in one metric and improved in three metrics.

Key priorities for improvement are: 

1. To reduce the gaps between disabled and non-disabled staffs responses across all metrics with particular emphasis on:
· Disabled staff experiencing abuse, bullying and harassment from the public, patients and carers, managers and from other colleagues. 
· Continue to ensure that disabled staff have a consistently positive experience of reasonable adjustment processes. 
· To increase the engagement score for disabled staff. 
· Increase the number of disabled colleagues who would report an incident of abuse, harassment or discrimination. 
2. To identify and share good practice and case studies where the Trust is performing above the national average baseline and improvements have been made. 

The results and their analysis and a corresponding action plan are included in appendix 1 and 2 for approval.

	Do the recommendations in this paper have any impact upon the requirements of the protected groups identified by the Equality Act?
	☒  Yes (please set out in your paper what action has been taken to address this)

☐  No



	Recommendation(s)

	The People and Culture Committee is asked to:
· Approve the data in appendix 1 and this report for submission to NHS England and publication on the BDCFT website. 
· Approve the action plan detailed in Appendix 2.



	Links to the Strategic Organisational Risk register (SORR)
	The work contained with this report links to the following corporate risks as identified in the SORR:


	Care Quality Commission domains
Please check ALL that apply
	☒  Safe
☒  Effective
☒  Responsive
	☒  Caring
☒  Well-Led

	Compliance & regulatory implications
	The following compliance and regulatory implications have been identified as a result of the work outlined in this report:
· Equality Act 2010
· NHS Workforce Race Equality Standard
· NHS EDI Improvement Plan
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NHS Workforce Disability Equality Standard 2025

1	Purpose

[bookmark: _Hlk139999752]The Workforce Disability Equality Standard (WDES) is part of the NHS Standard Contract and supports NHS organisations to be compliant with the Equality Act 2010 and the 2017 Regulations. The Workforce Disability Standard was launched in 2019 and the seventh submission of data against those metrics will be made in May 2026.
The implementation of the WDES is an Equality Objective for the Trust. The Equality Objectives run from 2020-2024 and are a legal requirement to have under the Public Sector Equality Duty. 
The Belonging and Inclusion Plan was approved at Trust Board in Jan 2024 and will run until 2028. The plan includes the Trusts priorities and what commitments are made to improve the Trust’s performance against the NHS Workforce Equality Standards. An EDI Strategic Staff Partnership is in place to scrutinise and support implementation. 
The data collected for the WDES will be submitted via the Strategic Data Collection Service (SCDS) NHS Digital database and the DCF online platform in May 2025.  This report outlines the headlines for that submission, the comparison, and trends over the previous years and the actions that will be and already have been embedded into the Belonging and Inclusion Plan. The intention is that this report is published as evidence on the BDCFT website.  Publication is a key element of compliance with the Public Sector Duty of the Equality Act 2010 
2 Proposed Outcome

The Trusts performance has worsened in eight of the colleague experience metrics. Performance has been maintained in one metric and improved in three metrics.

· 6% more colleagues with long term health conditions reported experiencing harassment, abuse or bullying from colleagues or managers than in 2025.  For both of these measures the Trust is performing 1% below the national benchmark. The gap between staff with and without long term health conditions experiencing these issues is 9% for abuse from managers and 8% from other colleagues. 

· There has been a reduction in the number of staff reporting experiences of abuse, harassment and bullying from service users, carers and the public of 1% and the Trust performs 4% better than the national benchmark average. There is still a gap of 8% between the experiences of colleagues with and without long term health conditions.

· 1% less disabled colleagues stated that they believed the organisation provides equal opportunities to career progression in 2026 when compared to 2025. The Trust performs better than the national benchmark by 4% but the performance has reduced from the BDCFT result in 2025 (57%).  

· There has been a 3% increase between 2025 and 2026 in the number of colleagues with long term health conditions feeling pressure from their manager to attend work when they are too unwell to perform their duties, this performance is 1% poorer than the national benchmark. 

· 45% of colleagues with long term health conditions feel satisfied with the extent to which their organisation values their work compared with 48% in 2025. The Trust performs 3% better than the national benchmark for this metric. 

· More disabled staff have shared that they believe the organisation provides equality of opportunities for career progression or promotion increasing from 56% to 57%. The Trust is 2% above the national benchmark. This correlates with the improvement in the recruitment metric outcome. 

· 2% fewer colleagues with long term health conditions reported that their employer (BDCFT) had made reasonable adjustments to enable them to carry out their work. This is 3% more than the national benchmark.  

· The staff engagement score has decreased from 6.89 to 6.73 for staff with LTC which is above the national benchmark of 6.64. The gap between staff with and without LTC is 0.50. 

· 17% of the whole workforce and 16% of colleagues in bands 8a and above have shared that they have a long-term health condition. This is an increase from 8% and 9% in 2023. 

· The difference in representation of colleagues with long term health condition between the organisations board voting membership and the overall workforce is -8%. 

· The likelihood score of non-disabled applicants being appointed after shortlisting when compared with disabled applicants has reduced from 2.08 times more likely to 0.54 times more likely.

· You are less likely to enter into a capability process if you have a disability compared to colleagues who do not have a disability. 

A full analysis and breakdown of these results over time is presented in appendix 1. 
The Disability Policy continues to be implemented with training, resources, support to managers and teams around reasonable adjustments and an inclusive recruitment programme. This has been identified as a priority project for 2026 to develop an end to end streamlined process for reasonable adjustments with support from the Trusts PMO team.
3	Options

Key priorities for improvement are: 
1. To reduce the gaps between disabled and non-disabled colleagues responses across all metrics with particular emphasis on:
· Disabled staff experiencing abuse, bullying and harassment from managers and colleagues. 
· Continue to ensure that disabled staff have a consistently positive experience of reasonable adjustment processes. 
· To increase the engagement score for disabled staff. 
· Increase the number of disabled colleagues who would report an incident of abuse, harassment or discrimination. 
2. To identify and share good practice and case studies where the Trust is performing above the national average baseline and improvements have been made. 

An action plan is included in appendix 2 for approval. 

4	Risk and Implications

The Trust aims to be the Best Place to Work for all staff. This report outlines the inequalities of perception, experience and representation of disabled people within the workforce.

The Equality Act 2010 places responsibility on us to address discrimination, harassment and victimisation, further equality of opportunity and foster good community relations of groups protected by the equality act. The Trust must act proactively to continue to address these issues where they are identified to be compliant with this legislation. 

The implications of not doing so effectively can be reputational, financial and legal.

5	Results 

· This information has been shared and discussed at the Strategic EDI Staff Partnership and will be shared with the Beacon Network. 

· Further updates on the action plan in appendix 2 will be brought to the People and Culture Committee in November 2026 and to all of the groups listed above.

Lisa Wright 
Head of EDI
17.05.26
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