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WDES Summary 2026

1.0	Introduction 
1.1	The NHS Workforce Disability Equality Standard (WDES) is an annual mandated collection and reporting requirement for NHS providers (via the NHS Standard Contract). The national WDES framework comprises 10 indicators. 
1.2	This report sets out the data to be submitted to meet SWYPTT’s reporting requirements across the 10 WDES indicators/metrics. Further analysis to inform action planning will commence after submission. Proposed actions will be brought back to PRC as part of the workplan and ahead of publication, which is due by 31st October 2026.  In the meantime, work will continue on delivery of the EDI action plan which was developed in response to the data submission in 2025.  Progression against the actions was discussed at PRC in March 2026.
1.3	Indicators 1–4 and 10 are derived from workforce data held in the Electronic Staff Record (ESR). Indicators 5–9a are taken from the NHS Staff Survey.
[bookmark: _Toc228177394]2.0	Key dates
	Date
	Action 

	31 March 
	Annual data collection point (snapshot date) 01 April – 31st March each year

	01 April – 30 May  
	Internal data validation and sign-off; reporting to EMT and PRC

	31 May 
	National submission deadline

	01 June – 30 Oct 
	Action planning and development of improvement plan

	31 Oct 
	Publication of data and action plan (internal and external)



3.0	10 WDES indicators
	Metric 
	Indicator 

	1
	Percentage and number of staff in the Trust by disability status (AfC Bands 1-9 and VSM)

	2
	Relative likelihood of non-disabled candidates compared to disabled candidates being appointed from shortlisting across all posts

	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.

	4
	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
other colleagues
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 disabled staff compared to non-disabled staff believing that the 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*
	Percentage of disabled staff compared to non-disabled staff saying that they are satisfied with the extent to which their organisation values their work.

	8*
	Percentage of disabled staff saying that their employer has made reasonable adjustment(s) to enable them to conduct their work.

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

	9b*
	Has your Trust taken action to facilitate the voices of disabled staff in your organisation to be heard (Yes or No)?


	10
	Percentage difference between the organisation’s board voting membership and its organisation’s overall workforce, disaggregated:
by voting and non-voting membership of the board
by executive and non-exec membership of the board.


[bookmark: _Toc227936234]*Please note that metrics 5 to 9b are sourced from the NHS Staff Survey.
3.1	Overall Workforce data with variation
The table below shows a comparison between total Trust workforce from 2024/5 to 2025/6. The data for 2025/26 is as of 31 March 2026, where the Trust employed a total number of 5,509 staff. Of these, 4678 (84.92%) identified as not living with a disability and 626 (11.36%) with a disability. A further 205 staff (3.72%%) were recorded as ‘Unknown’.

	
	None
	% None
	Disability
	% Disability
	Unknown
	% Unknown
	Total

	2024/5
	4518
	85.63%
	552
	10.46%
	206
	3.90%
	5276

	2025/6
	4678
	84.92
	626
	11.36%
	205
	3.72
	5509*


* Please note that these figures do not include bank which is reportable in other reports such as gender pay gap. 5509 figure excludes CPH non AfC this aligns with the guidance. 
There has been a year-on-year increase in the proportion and number of staff who identify as disabled from 10.46% to 11.36% as of 31 March 2026. 
Despite improvements, the Trust workforce disability representation remains significant below the local population rate of 20%. This indicated that disabled people are still underrepresented in employment relative to the community the Trust serves. 
Trust and transparency around disability disclosure appears to be strengthening as we have seen a decrease in the “unknown” category. 
In conclusion, growth and inclusion are occurring together which is an encouraging indicator for sustainable growth. 
[bookmark: _Toc228177397]3.2	Metric 1: Percentage and number of staff in the Trust by ethnicity (AfC Bands 1–9 and VSM) 2025–2026
	
	Disabled staff
	Non-disabled staff
	Disability Unknown or Null
	Overall

	
	Disabled
	% Non-disabled
	Non-disabled
	% Non-disabled
	Unknown/Null
	% Unknown/Null
	Total

	1a) Non-Clinical Staff
	
	
	
	
	
	
	

	Under Band 1
	0
	0.0%
	0
	0.0%
	0
	0.0%
	0

	Bands 1 
	0
	0.0%
	0
	0.0%
	0
	0.0%
	0

	Bands 2
	37
	10.5%
	285
	80.5%
	32
	9.0%
	354

	Bands 3
	65
	13.5%
	401
	83.5%
	14
	2.9%
	480

	Bands 4
	16
	9.5%
	144
	85.2%
	9
	5.3%
	169

	Bands 5
	24
	14.8%
	132
	81.5%
	6
	3.7%
	162

	Bands 6
	11
	12.6%
	76
	87.4%
	0
	0.0%
	87

	Bands 7
	4
	6.9%
	54
	93.1%
	0
	0.0%
	58

	Bands 8a
	7
	17.9%
	31
	79.5%
	1
	2.6%
	39

	Bands 8b
	0
	0.0%
	22
	91.7%
	2
	8.3%
	24

	Bands 8c
	0
	0.0%
	5
	83.3%
	1
	16.7%
	6

	Bands 8d
	0
	0.0%
	8
	100.0%
	0
	0.0%
	8

	Bands 9
	0
	0.0%
	0
	0.0%
	0
	0.0%
	0

	VSM
	0
	0.0%
	4
	100.0%
	0
	0.0%
	4

	Other. Please specify in notes
	0
	0.0%
	0
	0.0%
	0
	0.0%
	0

	Cluster 1: AfC Bands <1 to 4
	118
	11.8%
	830
	82.8%
	55
	5.5%
	1003

	Cluster 2: AfC bands 5 to 7
	39
	12.7%
	262
	85.3%
	6
	2.0%
	307

	Cluster 3: AfC bands 8a and 8b
	7
	11.1%
	53
	84.1%
	3
	4.8%
	63

	Cluster 4: AfC bands 8c to VSM
	0
	0.0%
	17
	94.4%
	1
	5.6%
	18

	Total Non-Clinical
	164
	11.8% 
	1162
	83.5%
	65
	4.7%
	1391

	1b) Clinical Staff
	
	
	
	
	
	
	

	Under Band 1
	0
	0.00%
	0
	0.00%
	0
	0.00%
	0

	Bands 1 
	0
	0.00%
	0
	0.00%
	0
	0.00%
	0

	Bands 2
	12
	13.64%
	73
	82.95%
	3
	3.41%
	88

	Bands 3
	85
	10.25%
	691
	83.35%
	53
	6.39%
	829

	Bands 4
	32
	12.75%
	216
	86.06%
	3
	1.20%
	251

	Bands 5
	87
	13.92%
	522
	83.52%
	16
	2.56%
	625

	Bands 6
	135
	12.30%
	934
	85.06%
	29
	2.64%
	1098

	Bands 7
	70
	10.90%
	561
	87.38%
	11
	1.71%
	642

	Bands 8a
	21
	8.75%
	209
	87.08%
	10
	4.17%
	240

	Bands 8b
	6
	7.69%
	68
	87.18%
	4
	5.13%
	78

	Bands 8c
	2
	5.88%
	32
	94.12%
	0
	0.00%
	34

	Bands 8d
	0
	0.00%
	8
	88.89%
	1
	11.11%
	9

	Bands 9
	0
	0.00%
	0
	0.00%
	0
	0.00%
	0

	VSM
	0
	0.00%
	3
	100.00%
	0
	0.00%
	3

	Other. Please specify in notes.
	0
	0.0%
	0
	0.0%
	0
	0.0%
	0

	Cluster 1: AfC Bands <1 to 4
	129
	11.0%
	980
	83.9%
	59
	5.1%
	1168

	Cluster 2: AfC bands 5 to 7
	292
	12.3%
	2017
	85.3%
	56
	2.4%
	2365

	Cluster 3: AfC bands 8a and 8b
	27
	8.5%
	277
	87.1%
	14
	4.4%
	318

	Cluster 4: AfC bands 8c to VSM
	2
	4.3%
	43
	93.5%
	1
	2.2%
	46

	Total Clinical
	450
	11.5%
	3317
	85.1%
	130
	3.3%
	3897

	Medical & Dental Staff
	
	
	
	
	
	
	

	Medical & Dental Staff, Consultants
	7
	6.36%
	99
	90.00%
	4
	3.64%
	110

	Medical & Dental Staff, Non-Consultants career grade
	4
	6.90%
	51
	87.93%
	3
	5.17%
	58

	Medical & Dental Staff, Medical and dental trainee grades
	1
	1.89%
	49
	92.45%
	3
	5.66%
	53

	Total Medical and Dental
	12
	5.43%
	199
	90.05%
	10
	4.52%
	221

	Number of staff in workforce
	626
	11.36%
	4678
	84.92%
	205
	3.72%
	5509





Metric 1 Narrative 
The Trust has continued to see year on year growth in the number and proportion of staff declaring a disability across all workforce groups. This supports sustained improvement in representation.
Staff declaring a disability increased from 552 to 626 while the overall workforce increased from 5,276 to 5,509
Increases were observed across both clinical and non-clinical staff groups, with representation rising across a broad range of Agenda for Change bands, including some senior roles.
Data quality has continued to improve, with the number of staff recorded as having an unknown disability status reducing from 206 to 205.
3.3    Metric 2: Relative likelihood of non-disabled candidates compared to disabled candidates being appointed from shortlisting across all posts
	
	Disabled staff
	Non-disabled staff
	Disability Unknown or Null
	Disabled
Last year’s Submission
	Non-disabled
Last year’s Submission
	Unknown
Last year’s Submission

	Number of shortlisted applicants
	
379
	
3893
	
117
	289
	2526
	98

	Number appointed from shortlisting
	
61
	
372
	
40
	79
	663
	30

	Likelihood of shortlisting/appointed
	0.160950

	0.095556
	0.341880
	0.273356
	0.262470
	0.306122

	Relative likelihood of non-disabled candidates being appointed from shortlisting compared to Disabled candidates
	0.593701

	
	
	0.960176
	
	


NB. A figure below 1.00 indicates that disabled candidates are more likely than non-disabled candidates to be appointed from shortlisting.
Metric 2 Narrative 
Compared to the previous year, the relative likelihood score has decreased from 0.960 to 0.59. This indicates an improving metric.
With the relative likelihood score now sitting below 1.00, this indicates that disabled candidate are more likely than non-disabled candidate to be appointed from shortlisting. 
The Trusts continued to improve its performance on metric 2 of WDES. 
3.4   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.
	
	Disabled staff
	Non-disabled staff
	Disability Unknown or Null
	Disabled
Last year’s Submission
	Non-disabled
Last year’s Submission
	Unknown
Last year’s Submission

	Average number of staff entering the formal capability process over the last 2 years for any reason. (i.e. Total divided by 2.)
	0
	3
	0
	0
	4
	0

	Of these, how many were on the grounds of ill-health?
	0
	0
	0
	0
	0
	0

	Likelihood of staff entering the formal capability process
	0.000000
	0.000641
	0.000000
	0.000000
	0.000885
	0.000000

	Relative likelihood of Disabled staff entering the formal capability process compared to non-disabled staff
	0.000000
	
	
	0.000000
	
	


NB. A figure above 1.00 indicates that disabled staff are more likely than non-disabled staff to enter the formal capability process.
Metric 3 Narrative
During the reporting period, no disabled staff entered the formal capability process. This mirrors last year’s position.
The relative likelihood remains 0.00, indicating that disabled staff are not disproportionately represented in formal capability procedures.
Overall, this represents a stable year-on-year position, with no evidence of adverse impact on disabled staff.
[bookmark: _Toc228252613]3.5      Metric 4a - % of staff experiencing harassment, bullying or abuse from patients / service users, their relatives, or other​ members of the public in the last 12 months (Q14a)
	Staff Group
	2021
	2022
	2023
	2024
	2025

	Staff without LTHC or illness 
	24.41%
	26.15%
	21.46%
	20.14%
	20.65%

	Staff without LTHC or illness – benchmark median
	24.73%
	24.42%
	21.82%
	21.60%
	22.13%

	Staff with LTHC or illness 
	34.76%
	34.08%
	26.17%
	27.03%
	28.33%

	Staff with LTHC or illness – benchmark median
	32.16%
	32.04%
	28.92%
	26.64%
	27.24%



Metric 4a Narrative 
Staff with a long-term health condition (LTHC) or illness continue to report higher levels of harassment, bullying or abuse from patients, service users, or members of the public than staff without an LTHC or illness.
In 2025, the proportion of staff with an LTHC or illness reporting harassment or bullying increased slightly to 28.33%, but remains below the levels reported in 2021 and 2022.
For staff without an LTHC or illness, reported experiences remain lower than the benchmark median and are broadly consistent with previous Trust results.
Overall, while there has been a slight increase in 2025, the longer-term trend suggests gradual improvement compared with earlier reporting period.

[bookmark: _Toc228252614]3.6    Metric 4b - % of staff experiencing harassment, bullying or abuse from managers in the last 12 months (Q14b)
	Staff Group
	2021
	2022
	2023
	2024
	2025

	Staff without LTHC or illness 
	5.86%
	5.48%
	4.51%
	4.85%
	3.86%

	Staff without LTHC or illness – benchmark median
	7.10%
	6.99%
	6.19%
	6.07%
	5.74%

	Staff with LTHC or illness 
	11.40%
	11.13%
	8.73%
	7.29%
	7.24%

	Staff with LTHC or illness – benchmark median
	13.36%
	12.27%
	11.87%
	11.49%
	11.55%



Metric 4b Narrative 
Staff with an LTHC or illness continue to report higher levels of harassment or bullying from managers than staff without an LTHC or illness. However, the overall trend over time is one of improvement for both groups.
In 2025, 7.24% of staff with an LTHC or illness reported harassment or bullying from managers. This is broadly stable compared with 7.29% in 2024, and represents a sustained reduction compared with earlier years.
Trust results continue to sit below the benchmark median for both staff groups, indicating better performance compared with peers.
For staff without an LTHC or illness, reported experiences reduced further in 2025 and continue a downward trend.
Overall, while the disparity between staff groups persists, the sustained reduction in reported experiences over time suggests positive progress.
[bookmark: _Toc228252615]3.6    Metric 4c - % of staff experiencing harassment, bullying or abuse from colleagues in the last 12 months (Q14c)
	Staff Group
	2021
	2022
	2023
	2024
	2025

	Staff without LTHC or illness
	11.04%
	10.62%
	9.95%
	11.45%
	11.57%

	Staff without LTHC or illness – benchmark median
	12.33%
	12.15%
	11.34%
	11.81%
	11.45%

	Staff with LTHC or illness 
	15.53%
	18.58%
	17.44%
	16.34%
	15.04%

	Staff with LTHC or illness – benchmark median
	20.21%
	18.16%
	18.93%
	17.96%
	18.87%



Metric 4c Narrative 
The data show that staff with an LTHC or illness continue to report higher levels of harassment, bullying or abuse from colleagues than staff without an LTHC or illness.

There has been a 1.3 percentage point reduction in staff with an LTHC or illness reporting harassment or bullying compared with the 2024 results, continuing a gradual downward trend from earlier years. This result also remains below the benchmark median, indicating comparatively better performance than peers.
Overall, while the disparity between staff groups persists, the continued reduction in reported experiences among staff with an LTHC or illness suggests positive progress.
[bookmark: _Toc228252616]3.7   Metric 4d - % of staff experiencing harassment, bullying or abuse at work, they or a colleague reported it (Q14d)
	Staff Group
	2021
	2022
	2023
	2024
	2025

	Staff without LTHC or illness
	62.72%
	63.54%
	64.37%
	63.98%
	68.11%

	Staff without LTHC or illness – benchmark median
	60.96%
	59.81%
	62.07%
	64.40%
	66.28%

	Staff with LTHC or illness 
	59.43%
	60.70%
	63.51%
	64.69%
	64.91%

	Staff with LTHC or illness – benchmark median
	59.38%
	60.32%
	60.00%
	62.98%
	61.68%



Metric 4d Narrative 
In 2025, reported incidents increased for both staff groups, and Trust results are higher than the benchmark median. This may indicate growing confidence among staff in reporting inappropriate behaviour.
For staff with an LTHC or illness, 64.91% reported that incidents were raised, which is broadly stable compared with 64.96% in 2024. This remains above the benchmark median, reflecting sustained improvement over time and indicating that disabled staff continue to engage with reporting mechanisms.
Overall, the data indicate a positive culture of reporting across the organisation.
[bookmark: _Toc228252617]3.8      Metric 5 - % of staff who believe that their organisation provided equal opportunity for career progression or promotion (Q15)
	Staff Group
	2021
	2022
	2023
	2024
	2025

	Staff without LTHC or illness 
	63.80%
	63.79%
	63.04%
	61.60%
	62.56%

	Staff without LTHC or illness – benchmark median
	60.23%
	61.48%
	61.00%
	60.75%
	58.71%

	Staff with LTHC or illness  
	55.68%
	55.20%
	56.78%
	57.37%
	55.68%

	Staff with LTHC or illness – benchmark median
	54.38%
	55.99%
	56.66%
	55.13%
	52.19%



Metric 5 Narrative 
The results for staff with an LTHC or illness decreased in 2025 from 57.37% to 55.68%. 
Whilst this figure has dropped by 1.69%, the Trust results are higher than the benchmarks median.  
[bookmark: _Toc228252618]3.9   Metric 6 - % of staff who have felt pressure from their manager to come to work, despite not feeling well enough to perform their duties (Q11e)
	Staff Group
	2021
	2022
	2023
	2024
	2025

	Staff without LTHC or illness 
	13.58%
	13.33%
	13.14%
	9.31%
	12.29%

	Staff without LTHC or illness – benchmark median
	14.74%
	12.67%
	12.27%
	11.86%
	12.09%

	Staff with LTHC or illness 
	20.22%
	18.18%
	16.96%
	14.42%
	18.18%

	Staff with LTHC or illness – benchmark median
	20.85%
	18.93%
	19.35%
	17.91%
	18.26%



Metric 6 Narrative 
The 2025 results show an increase for both staff groups. This will be addressed through the Trust’s organisational priorities (We are safe and healthy, and We are compassionate and inclusive) and through actions agreed in response to feedback from this year’s NHS Staff Survey.

[bookmark: _Toc228252619]3.10     Metric 7 - % of staff satisfied with the extent to which their organisation values their work (Q4b)
	Staff Group
	2021
	2022
	2023
	2024
	2025

	Staff without LTHC or illness 
	51.57%
	51.77%
	56.69%
	54.76%
	54.21%

	Staff without LTHC or illness – benchmark median
	51.54%
	53.25%
	54.34%
	54.37%
	52.81%

	Staff with LTHC or illness 
	44.63%
	46.96%
	47.68%
	50.79%
	47.86%

	Staff with LTHC or illness – benchmark median
	43.63%
	44.02%
	45.36%
	44.33%
	42.47%



Metric 7 Narrative 
Metric 7 continues to show that staff with an LTHC or illness report lower levels of satisfaction that the organisation values their work than staff without an LTHC or illness.
Trust results remain better than the benchmark median for both staff groups.
Despite a decline in 2025 for staff with an LTHC or illness, there is evidence of improvement over the five-year period. A similar longer-term improvement is also evident for staff without an LTHC or illness.
[bookmark: _Toc228252620]3.11    Metric 8 - % of staff with a LTHC or illness saying their employer has made reasonable adjustment to enable them to conduct their work (Q31b)
	Staff Group
	2022
	2023
	2024
	2025

	Staff with LTHC or illness 
	79.17%
	82.53%
	81.85%
	81.89%

	Staff with LTHC or illness – benchmark median
	78.76%
	79.32%
	79.60%
	79.05%



Metric 8 Narrative 
The 2025 data are broadly stable compared with 2024. Over the past four years, Trust performance has improved.
Trust results remain better than the benchmark median year on year over the past four years.
[bookmark: _Toc228252621]3.12 - Metric 9 – staff engagement score
	Staff Group
	2021
	2022
	2023
	2024
	2025

	Staff without LTHC or illness 
	7.17
	7.18
	7.34
	7.26
	7.28

	Staff without LTHC or illness – benchmark median
	7.17
	7.18
	7.23
	7.20
	7.17

	Staff with LTHC or illness  
	6.83
	6.75
	6.97
	6.98
	6.91

	Staff with LTHC or illness – benchmark median
	6.74
	6.74
	6.82
	6.74
	6.64

	Trust average score
	7.06
	7.05
	7.24
	7.18
	7.16



Metric 9 Narrative 
In 2025, the engagement score for staff with an LTHC or illness decreased from 6.98 to 6.91 (a decrease of 0.07).
Trust scores for both staff groups are above the benchmark median year on year.
The Trusts overall average score remains broadly steady year on year.
[bookmark: _Toc228252622]3.13    Metric 9b - Has your organisation taken action to facilitate the voices of your Disabled staff to be heard?
Yes - the Trust engages the DisAbility Staff Network Group across a range of improvement workstreams and projects, including policy review and development. The Chair is also invited to Trust committee meetings to represent members views and contribute to the delivery of Trust objectives and priorities.




[bookmark: _Toc228252623]3.14    Metric 10 - Percentage difference between the organisation’s Board voting membership and its organisation’s overall workforce, disaggregated.
	
	Disabled
	% Disabled
	Non-disabled
	% Non-disabled
	Unknown/
Null
	% Unknown/
Null
	Total

	Total Board members
	0
	0.00%
	12
	80.00%
	3
	20.00%
	15

	of which: Voting Board 	    members
	0
	0.00%
	11
	84.62%
	2
	15.38%
	13

	Non-Voting Board 	               members
	0
	0.00%
	2
	100.00%
	0
	0.00%
	2

	of which: Exec Board             members
	0
	0.00%
	7
	100.00%
	0
	0.00%
	7

	Non-Executive
Board members
	0
	0.00%
	5
	62.50%
	3
	37.505
	8

	Difference (Total Board - Overall workforce)
	
	-11%
	
	-5%
	
	16%
	

	Difference (Voting membership - Overall Workforce)
	
	-11%
	
	0%
	
	12%
	

	Difference (Executive membership - Overall Workforce)
	
	-11%
	
	15%
	
	
-4%

	






Metric 10 Narrative 
Metric 10 shows the percentage difference between the organisation’s Board voting membership and the overall workforce, disaggregated by disability status. The data indicates that disabled staff are not represented at Board level during the reporting period.
In the 2026 submission, 0% of Total Board members identify as disabled, compared with 11% of the overall workforce identifying as disabled. This results in a negative variance of 11 percentage points, demonstrating a clear under‑representation of disabled staff at Board level.
This pattern is consistent across voting Board membership, where no voting Board members identify as disabled, again resulting in a negative variance of 11 percentage points when compared with the workforce. The same under‑representation is evident for Executive Board members, with 0% disabled representation, representing an 11 percentage‑point difference from the overall workforce.
[bookmark: _Toc228177406]Next steps 
· The NHSE dashboard opened on 1st May 2026, enabling trusts to input and submit their WDES data by 31st May 2026.
· In the meantime, work will continue to bring about actions for the current EDI action plan, developed following last year’s WDES submission and approved by the Trust Board in October 2025.
· A revised EDI action plan for 2026/27 will be developed ahead of the publication deadline and submitted to the Trust Board for approval in 2026.
· The EDI action plan published in October 2025 remains relevant to this data set; delivery of the plan is underway and continuing.
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