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1. Introduction 
The Workforce Disability Equality Standard (WDES) came into effect on 
the1st April 2019. It is a set of ten specific measures (metrics) that will 
enable NHS organisations to compare the experiences of Disabled and 
non-disabled staff. This information will then be used by the Trust to 
develop an action plan and to demonstrate progress against them. 

The WDES has been commissioned by the Equality and Diversity Council 
(EDC), it is mandated in the NHS Standard Contract and is restricted to 
NHS Trusts and Foundation Trusts for the first two years of 
implementation. 

Our 2019 action plan was developed by the EDI team in consultation with 
our Disability Support Network. This action plan was published on the 
Trust’s external website and internal intranet. It was regularly reviewed 
and updated and reports on progress and areas requiring improvement 
and action were submitted to the Workforce Committee. 

This year the Disability Support Network has once again been consulted 
with in the development of our Action Plan. Ideas and suggestions on 
how we can improve have been sought and feedback received before 
finalising the action plan. 

2. Executive summary 
Whilst progress against the Standard has been limited it has helped us to 
bring attention TO the challenges and differences of experiences across 
our workforce. Our first Action Plan provided us with some focus and this 
learning experience has resulted in this year’s Action Plan having more 
specific targets and achievements to enable us to be able to demonstrate 
where improvements have been made and also clearly identify where 
further work is required. 

The Trust recognises that we are still very much in the early stages in this 
journey of improvement. 

This year responsible leads have also been included in the Action Plan to 
assist in achieving our objectives and to encourage greater buy-in and 
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ownership of the Action Plan as being an organisational-wide 
requirement. 

Since the launch of our Disability Support Network on March 2019, 
membership of this group has grown and much of the initial focus has 
been on developing a ‘safe space’ building trust and openness and 
providing support to colleagues. Positive stories and experiences are also 
shared in this forum. 

3. WDES progress in 2019/20 
Whilst progress against the Standard has been limited our biggest success 
and one which should be celebrated is the launch of the Disability Support 
Network in March 2019. Over the last 18 months attendance at the 
regular quarterly meetings has increased. The Network is seeking new 
ways to let staff and volunteers across the Trust know of its existence. 
During the Covid 19 pandemic the network also introduced mini drop 
in/catch up meetings for members to provide further support if required 
during this time. 
During the summer of 2020 the HR Team delivered a programme on 
training sessions via Teams, titled Managers Passport Training. These 
sessions covered many of the policies that had been reviewed and 
included two Equality, Diversity and Inclusion sessions: 

Equality Made Simple 
Getting to Know You Equality Networks at EEAST 

Both sessions were interactive as well as information giving and were 
designed to improve the awareness and knowledge of our line managers 
in these areas and for them to promote the networks within their teams. 
Further training sessions will be delivered as part of the wider training 
programme during 2020/2021. 

The Disability Support Network has worked closely with colleagues from 
our Communications Team to regularly publish articles and personal 
stories on the Trust’s Intranet, such as experience of obtaining equipment 
to support them in their role. They have also communicated out about key 
dates in the calendar. The Network has also been using social media such 
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as its Twitter account to promote the network and communicate out more 
widely key messages and events. 

The Chair or Deputy Chairs of the network provide updates to the 
Equality, Diversity and Inclusion Steering Group. Members of this network 
have also participated in the Procurement project for replacing Electronic 
Patient Care Records (EPCR). A member of the Disability Support Network 
also attended and represented all the Trusts Equality Networks at the 
Corporate Induction held at our Headquarters, before these were moved 
online. 

The Disability Declaration rate at the Trust is low, with a high percentage 
of unknown. This has been raised at our Equality Network meetings and 
members are encouraged to update their own records & recommend to 
others to do so. Further work alongside colleagues from the 
Communication Team is planned for this reporting year. 

The Trust is registered as Disability Confident Committed (Level 1) and this 
year’s Action Plan will aim to implement some of these initiatives. 

Several other projects have been delivered across the Trust over the last 
reporting year with a view to provide further training and support to 
managers and staff: 
Get Real Change Workshops delivered to Line Managers. 
A number of staff have undertaken Mediation training and a further 
cohort is planned for 2020/2021. 

4. Conclusion and next steps 
Once the Action Plan is published it will be regularly monitored and 
updates provided at the relevant Trust committees/groups. The WDES 
Action Plan is a standing item on the Disability Support Network Agenda 
and will be discussed at the quarterly meetings. Involvement from the 
network members is vital in assisting the Trust to deliver against the 
targets set for this year. 
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Appendix 1 WDES metrics report 

Embedded in the table below is EEAST’s WDES data which was submitted in August 2020 as per the WDES 
Standard Requirements. 

Copy of WDES 
Return Summary Dat 

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. 

(Data source: ESR). 

Graph Data Table 

Disabled Non-Disabled Unknown/Null Total 
All Staff As at 31 Mar 
2018 3.15 59.95 36.91 100.00 
All Staff As at 31 Mar 

2019 3.36 60.54 36.10 100.00 
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Graph Data Table 

Afc Bands 8-9 & VSM Disabled 
Non-
Disabled Unknown/Null Total 

AfC Bands 8-9 & VSM As at 31 Mar 2018 2.11 59.15 38.73 100.00 

AfC Bands 8-9 & VSM As at 31 Mar 2019 2.52 59.12 38.36 100.00 

% of Disabled staff in 2018/2019 (%of total workforce): 3.15% 

% of Disabled staff in 2019/2020 (%of total workforce): 3.36% 

There is a very slight increase in the percentage of disabled staff of: 0.21% 

(There is a very slight increase in the percentage of disabled staff in AfC Bands 8-9 and VSM from 2.11% to 
2.52%). 

Please note the very slight decrease in Unknown (all staff data) from 36.91% to 36.10%. 
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Metric 2 – Relative likelihood of Disabled staff compared to non-disabled staff being appointed 
from shortlisting across all posts 

(Data source: Trust’s recruitment data) 

Relative likelihood of Non-Disabled candidates being appointed from shortlisting compared to Disabled 
candidates: 

2018/2019 

Disabled 0.05 

Non-Disabled 0.09 

2019/2020 

Disabled 0.66 

Non-Disabled 1.85 

In 2018/2019 the relative likelihood of Non-Disabled candidates being appointed from shortlisting compared to 
Disabled candidates: 

1.85 times greater 

In 2019/2020 the relative likelihood of Non-Disabled candidates being appointed from shortlisting compared to 
Disabled candidates: 

2.80 times greater. 

This shows a slight increase in favour of Non-Disabled candidates (0.95). 
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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 source: Trust’s HR data) 

2018/2019 

Relative likelihood of Disabled staff entering the capability process compared to Non-Disabled staff: 1.36 

2019/2020 

Relative likelihood of Disabled staff entering the capability process compared to Non-Disabled staff: 1.39 

This shows a slight increase for Disabled staff entering the capability process (0.03). 

Metric 4 – Percentage of Disabled staff compared to non-disabled staff experiencing 
harassment, bullying or abuse. 

(Data source: Question 13, NHS Staff Survey) 

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 
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Disabled staff report an increase of 2% (55.9% to 57.9%). 

Non-Disabled staff report a decrease of 4.9% (51.4% to 46.5%). 

ii. Managers 
Disabled staff report an increase of 2.1% (31.2% to 33.3%). 
Non-Disabled staff report a decrease of 3% (19.7% to 16.7%). 

iii. Other colleagues 
Disabled staff report a decrease of 1.1% (30.1% to 29%). 
Non-Disabled staff report a decrease of 0.8% (19.3% to 18.5%). 

4b) Percentage of Disabled staff saying that the last time they experienced harassment, bullying or abuse at 
work, they or a colleague reported 
it has increased by 2.8% (39.2% to 42%). 

Non-Disabled staff also show an increase of 5.8% (36.2% to 42%). 
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Metrics 5 – 8 

(Data source:  Questions 14, 11, 5, 28b, NHS Staff Survey) 

Metric 5 

The percentage of disabled staff compared to non-disabled staff believing that the Trust provides equal 
opportunities for career progression and promotion: 
There has been an increase of 6.6% of Disabled staff believing that the Trust provides equal opportunities for 
career progression or promotion (49.2% to 55.8%). 

Non-Disabled staff show a 4.4% increase (62.4% to 66.8%). 

Metric 6 

The percentage of Disabled staff saying that they have felt pressure from their manager to come to work, 
despite not feeling well enough to perform their duties has improved slightly (51.3% to 50.2%). Decrease of 
1.1%. 
Non-Disabled staff show a slight improvement of 1% (39.8% to 38.7%). 
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Metric 7 

The percentage of Disabled saying that they are satisfied with the extent to which their organisation values 
their work has decreased by 1% (19.2% to 18.2%). 

Non-Disabled staff show an increase of 3.8% (23% to 26.8%) 

Metric 8 

Percentage of Disabled staff saying that their employer has made adequate adjustment(s) to enable them to 
carry out their work has decreased by 5% (58.8% to 53.8%). 

Metric 9 – Disabled staff engagement 

(Data source:  NHS Staff Survey) 

a) The staff engagement score for Disabled staff has stayed the same 5.3%. Non-Disabled staff show a slight 
increase in engagement of 0.2% (5.8% to 6%). 

b) Has your Trust taken action to facilitate the voices of Disabled staff in your organisation to be heard? (Yes) 
or (No): YES 
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The Trust has established a Disability Support Network and they have contributed feedback and comments to 
the EPCR procurement project. 
Members of the network have also provided feedback on the Disability Policy and a Task and Finish Group is 
being set up of members of the network to develop a Disability Policy Toolkit. Throughout the year members 
of the network have contributed stories and articles on the Trusts Need to Know forum. 
Members of the network have also been consulted with and contributed to the WDES Action Plan. 

Metric 10 – Percentage difference between the organisation’s board voting membership and its 
organisation’s overall workforce 

(Data source: NHS ESR and/or trust’s local data) 

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. 

The Trust Board does (voting and non-voting) shows 0% as disabled, 

APPENDIX 2 - WDES action plan 2020/21 

EEAST WDES ACTION PLAN 2020 
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INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

1. Percentage of Increase the number of staff declaring 
staff in each of their disability status via the ESR. Current 
the AfC Bands 1-9 unknown figure is 36.10%. Reduce this to 
and VSM 30%. Comms & 
(including 
executive Board 1.1 Encourage all staff to complete/update 

Chair of DSN. 

members) 
compared with 

their Diversity information. Work with 
Disability Support Network (DSN) & 
Communications Team to develop a 

the percentage of communications campaign promoting the 
staff in the overall benefits of declaring a disability (ESR 
workforce. guidance?) 

Increase the number of disabled staff 
from 3.36% of the workforce to 5% 

1.2 Consider implementing suggestions 
from Disability Confident Employer pack. 

Head of 
Recruitment. 

Comms & 
Chair of DSN. 
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INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

1.3 Communications; internal and 
external. Promoting personal career 
journeys and stories, Disability Support 
Network and guidance and support from 
the Trust. 

1.4 Promote DSN (and other networks) on 
vacancy adverts, make the vacancies more 
inviting to attract people from a wider 
talent pool. 

1.5 Consider introducing a pilot similar to 
BME network where a trained layperson 
from DSN sits on the interview panel. 

1.6 Managers Passport Training 
programme is being rolled out across 
EEAST. A recruitment and selection 

Head of 
Recruitment 
& Comms. 

Deputy 
Director of 
Workforce, 
Head of 
Recruitment 
& DSN Chair. 

HR Project 
Manager 
(CN). 

New Online Corporate 
Induction promotes the 
Equality Networks. 

A number of training 
sessions were delivered 
via Teams during 2020 t0 
support Managers 
following a review of a 
number of HR Policies. 
All MPT training 
modules now 
incorporated into Trust 
Leadership & 
Management 
programmes to enable 
all managers to 
complete as part of a 
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INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

training course has now been developed 
as part of this programme and is being 
delivered. 

Chair of DSN. 

wider course. Dates & 
speakers planned 
through to March 21. 
Will be publicised on 
EVOLVE. 
Recruitment & Selection 
Training commenced 
18/9/2020 

1.7 Promote DSN using merchandise for 
existing and potential staff. 

1.8 Reverse mentoring to be offered to 
DSN members on completion of Pilot in 

Deputy 
Director of 
Workforce, 
OD & DSN 
Chair. 
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INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

BME Network (May 2021). At least 6 
participants. 

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

Disabled 0.66 
Non-Disabled 1.85 

In 2019/2020 the 
relative likelihood 
of Non-Disabled 
candidates being 
appointed from 
shortlisting 

Reduce the inequality in recruitment 
shortlisting from 1.85 to 1.00 

2.1 Consider introducing a pilot similar to 
BME network where a trained layperson 
from DSN sits on the interview panel. 

2.2 Managers Passport Training 
programme is being rolled out across 
EEAST. A recruitment and selection 
training course has now been developed 
as part of this programme and is being 
delivered. 

Deputy 
Director of 
Workforce, 
Head of 
Recruitment 
& DSN Chair. 

HR Project 
Manager 
(CN). 

Review 
outputs/outcomes from 
BME Network Pilot. 

A number of training 
sessions were delivered 
via Teams during 2020 t0 
support Managers 
following a review of a 
number of HR Policies. 
All MPT training 
modules now 
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INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

compared to 
Disabled 
candidates: 
2.80 times greater. 

2.3 Operational HR will undertake ACAS 
Disability Awareness Training with the 
view to rolling it out to managers. 
(Consider including the Recruitment Team 
& Engagement Leads in this training). 

2.4 Reverse mentoring to be offered to 
DSN members on completion of Pilot in 
BME Network (May 2021). At least 6 
participants. 

Head of HR 
& Head of 
Recruitment. 

Deputy 
Director of 
Workforce, 
OD & DSN 
Chair. 

incorporated into Trust 
Leadership & 
Management 
programmes to enable 
all managers to 
complete as part of a 
wider course. Dates & 
speakers planned 
through to March 21. 
Will be publicised on 
EVOLVE. 
Recruitment & Selection 
Training commenced 
18/9/2020 
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INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

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. This 
indicator will be 
based on data 
from a two-year 
rolling average of 
the current year 
and the previous 
year. 

Reduce the relative likelihood of Disabled 
colleagues entering the capability process 
(on the grounds of performance) 
compared to non-disabled colleagues 
from 1.39 to 1.00 

3.1 Line Manager Training. HR has 
delivered a number of Managers Passport 
Training Sessions covering revised policies 
& EDI. 

3.2 Operational HR will undertake ACAS 
Disability Awareness Training with the 
view to rolling it out to managers 

HR Project 
Manager 
(CN) & OD. 

Head of HR. 

Training delivered 
during 2020. All MPT 
training modules now 
incorporated into Trust 
Leadership & 
Management 
programmes to enable 
all managers to 
complete as part of a 
wider course. Dates & 
speakers planned 
through to March 21. 
Will be publicised on 
EVOLVE. 
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INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

2019/2020 
Relative likelihood 
of Disabled staff 
entering the 
capability process 
compared to Non-
Disabled staff: 
1.39 

3.3 Members of DSN are part of a Task 
and Finish Group to develop a Disability 
Policy Toolkit to support both Managers 
and Staff in using the Disability Policy. 

EDI Team & 
DSN. 

First meeting 22/9/2020 

4. 
a) Percentage of 
Disabled staff 
compared to non-
disabled staff 
experiencing 
harassment, 
bullying or abuse 
from (patients, 
managers or other 

Reduce the incidence of Disabled 
colleagues experiencing harassment, 
bullying and abuse from 
patients/managers/colleagues by 3% 
across each area. 

4.1 Line Manager Training. HR has 
delivered a number of Managers Passport 
Training Sessions covering revised policies 
& EDI. 

HR Project 
Manager 
(CN) & OD. 

Training delivered 
during 2020. All MPT 
training modules now 
incorporated into Trust 
Leadership & 
Management 
programmes to enable 
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INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

colleagues). In the all managers to 

last 12 months. 

Head of HR. 

complete as part of a 
wider course. Dates & 
speakers planned 
through to March 21. 

b) Percentage of 4.2 Operational HR will undertake ACAS 
Will be publicised on 
EVOLVE. 

Disabled staff Disability Awareness Training with the 
compared to non- view to rolling it out to managers FTSU. 
disabled saying 
that the last time 4.3 Increase awareness of the role of the 
they experienced Freedom to Speak Up Guardian (attend Head of HR 

harassment, Network meetings). and 

bullying or abuse 
at work, they or a 

4.4 We have established a small pool of 
mediators & looking to increase this. 

Mediation 
Lead. 

Investment has been 
colleague Toolkits have been developed & will be approved to train a 
reported it. available on EAST24. They will be 

promoted through Managers Passport 
further cohort of 
mediators. 

Percentage of Training Programme to increase the 
Disabled staff awareness of this service. 
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INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

saying that the OCE & 
last time they Increase the % of reporting of Comms. Choose Respect! 
experienced harassment, bullying or abuse at work Campaign launched 
harassment, from 42% to 45%. September 2020. 
bullying or abuse 4.5 Trust to re-promote Zero Tolerance Externally facing 
at work, they or a 
colleague 

campaign and set out how you report any 
experiences. 

campaign. 

reported it has Staff to be encouraged to report abuse 
increased by 2.8% and reminded of the support available to 
(39.2% to 42%). them. (This also contributes to 4a). 

5. Percentage of Reduce inequality in career progress 
Disabled staff opportunities (between Disabled and non-
compared to non- disabled colleagues) from 11 to 5.0 
disabled staff percentage points. 
believing that the 
Trust provides 
equal 

5.1 Communications; internal and 
external. Promoting personal career 

Comms & 
Chair of DSN. 

opportunities for 
journeys and stories, Disability Support Deputy 

Director of 
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INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

career progression Network and guidance and support from Workforce, 

or promotion. the Trust. DSN Chair & 
OD. 

There has been an 
increase of 6.6% 
of Disabled staff 
believing that the 
Trust provides 
equal 
opportunities for 
career progression 
or promotion 

5.2 Following a review of the reverse 
mentoring pilot in the BME network, 
introduce it for DSN members (May 2021 – 
6 participants) 

5.3 Operational HR will undertake ACAS 
Disability Awareness Training with the 
view to rolling it out to managers 

5.4 Recruitment & Selection Training 

Head of HR. 

HR Project 
Manager, 
Head of 
Recruitment 
& OD. 

All MPT training 
modules now 
incorporated into Trust 
Leadership & 
Management 
programmes to enable 
all managers to 

(49.2% to 55.8%). being developed as part of the Managers 
Passport Training programme. 

complete as part of a 
wider course. Dates & 

Non-Disabled staff speakers planned 
show a 4.4% through to March 21. 
increase (62.4% to Will be publicised on 
66.8%). 

Head of 
Recruitment. 

EVOLVE. 
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INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

5.5 Ensure managers are following correct 
processes for filling secondments and 
developmental opportunities to ensure a 
fair and consistent approach. 

6. Percentage of Reduce level of presenteeism experienced 
Disabled staff by Disabled staff from 50.2% to 49%. 
compared to non-
disabled staff 
saying that they 
have felt pressure 

6.1 Line Manager Training. HR has 
delivered a number of Managers Passport 
Training Sessions covering revised policies 
(such as Managing Sickness Absence) & 

Head of HR, 
HR Project 
Manager & 
OD. 

Following the review of 
a number of HR policies 
a Managers Passport 
Training programme has 

from their EDI. been delivered by HR to 
manager to come a number of managers. 
to work, despite All MPT training 

not feeling well modules now 

enough to 
perform their 

incorporated into Trust 
Leadership & 
Management 

duties. programmes to enable 
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INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

(51.3% to 50.2%). 
Decrease of 1.1%. 

all managers to 
complete as part of a 
wider course. Dates & 
speakers planned 
through to March 21. 
Will be publicised on 
EVOLVE. 

A review of the 
Managing Sickness 
Policy has resulted in the 
development of a 
number of Toolkits and 
Sickness Management 
Hub on EAST24 include: 
Toolkit to support 
Employees with 
disabilities & long-term 
health conditions 
including disability & 

EEAST: EEAST WDES ANNUAL REPORT 2020 
SEPT 2020 V1 
www.eastamb.nhs.uk 

www.eastamb.nhs.uk


WeAreEEAST 

INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

6.2 Trust is about to commence a Cultural 
piece of work to understand our culture & 
to deliver a sustainable cultural change. 

6.3 Review Working from Home policy to 
ensure that it is fully supportive of those 
colleagues who wish to work from home. 

6.4 Operational HR will undertake ACAS 
Disability Awareness Training with the 
view to rolling it out to managers. 

Director of 
Workforce 

HR Project 
Manager 
(CN) and H&S 
project team. 

Head of HR 

health passport & 
Toolkit for supporting 
time off for treatment & 
medical appointments. 

External consultant 
engaged. 

Initial reviews underway 
& risk assessments being 
developed. 

7. Percentage of 
Disabled staff 
compared to non-
disabled staff 
saying that they 

Increase percentage of Disabled staff 
satisfaction rate from 18.2% to at least 
21.2%. 

7.1 Communications; internal and 
external. Promoting personal career 

Comms & 
DSN Chair. 

All MPT training 
modules now 
incorporated into Trust 
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INDICATOR ACTION/INPUT AND METRICS RESPONSIBLE 
LEAD 

PROGRESS 

are satisfied with journeys and stories, Disability Support Leadership & 

the extent to Network and guidance and support from DSN Management 

which their the Trust. Chair/Social programmes to enable 

organisation 7.2 Disability Support Network Social 
Media Leads 
& Comms. 

all managers to 
complete as part of a 

values their work. Media leads to communicate out key 
dates in the calendar i.e. World Dyslexia 

wider course. Dates & 
speakers planned 

decreased by 1% Awareness Day, International Day of through to March 21. 
(19.2% to 18.2%). Persons with Disabilities, Mental Health 

Awareness. 

Head of HR. 

Will be publicised on 
EVOLVE. 
More information 
included around 
recruitment and 
onboarding through the 
new Welcome 
Handbook, Virtual 
Corporate Induction and 
the VCI Resource pack to 
promote our Supportive 
Networks 
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7.3 Operational HR will undertake ACAS 
Disability Awareness Training with the 
view to rolling it out to managers. 

7.4 Trust is about to commence a Cultural 
piece of work to understand our culture & 
to deliver a sustainable cultural change. 

7.5 Following a review of the ‘Coffee with 
the Chief’ pilot for BME network 
members. Introduce for DSN members 
(2021). 

7.6 Following a review of the reverse 
mentoring pilot in the BME network, 
introduce it for DSN members (May 2021 – 
6 participants) 

Director of 
Workforce. 

DSN Chair, 
EDI Team, 
OCE. 

Deputy 
Director of 
Workforce, 
DSN Chair & 
OD. 

External consultant 
engaged. 

8. Percentage of 
Disabled staff 
saying that their 

Increase percentage from 53.8% to at 
least 58.8%) of Disabled staff that feel 
that their request/s for reasonable 

All MPT training 
modules now 
incorporated into Trust 
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employer has adjustments have been adequately Leadership & 

made adequate managed. Management 

adjustment(s) to 
enable them to 
carry out their 
work. 

8.1 Line Manager Training. HR has 
delivered a number of Managers Passport 
Training Sessions covering revised policies 
(such as Managing Sickness Absence) & 

HR Project 
Manager 
(CN) & OD 

programmes to enable 
all managers to 
complete as part of a 
wider course. Dates & 
speakers planned 

EDI. through to March 21. 
decreased by 5% New Recruitment & Selection Training Will be publicised on 
(58.8% to 53.8%). package refers to Reasonable 

Adjustments. 

8.2 Communications; internal and 
external. Promoting personal career 
journeys and stories, Disability Support 
Network and guidance and support from 
the Trust. 

Comms & 
DSN Chair. 

EVOLVE. 
More information 
included around 
recruitment and 
onboarding through the 
new Welcome 
Handbook, Virtual 
Corporate Induction and 
the VCI Resource pack to 
promote our Supportive 
Networks 
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8.3 Operational HR will undertake ACAS 
Disability Awareness Training with the 
view to rolling it out to managers 

8.4 Members of DSN are part of a Task 
and Finish Group to develop a Disability 
Policy Toolkit. 

Head of HR. 

EDI Team & 
DSN. 

Management Sickness 
Hub developed 
following the review of 
the Sickness Absence 
Policy also includes a 
Reasonable Adjustment 
Toolkit & a Toolkit to 
support Employees with 
disabilities & long-term 
health conditions 
including disability & 
health passport. 
Training being rolled 
out Oct 2020 – Mar 2021 
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9. 
a) The staff 
engagement score 
for Disabled staff, 
compared to non-
disabled staff and 
the overall 
engagement score 
for the 
organisation. 

stayed the same 
5.3%. 
Non-disabled 
(5.8% to 6%). 

b) Has your Trust 
taken action to 
facilitate the 

Reduce gap in staff engagement scores 
between Disabled staff and non-disabled 
staff by at least 0.7%. 
9.1 Members of DSN are part of a Task 
and Finish Group to develop a Disability 
Policy Toolkit. 

9.2 Communications; internal and 
external. Promoting personal career 
journeys and stories, Disability Support 
Network and guidance and support from 
the Trust. 

9.3 Disability Support Network Social 
Media leads promote the network and 
communicate out key dates in the 
calendar i.e. World Dyslexia Awareness 
Day, International Day of Persons with 
Disabilities to improve people’s awareness. 

EDI Team & 
DSN. 

Comms & 
DSN Chair. 

DSN Chair 
/Social Media 
Leads & 
Comms. 

More information 
included around 
recruitment and 
onboarding through the 
new Welcome 
Handbook, Virtual 
Corporate Induction and 
the VCI Resource pack to 
promote our Supportive 
Networks. 
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voices of Disabled 
staff in your 
organisation to be 
heard? (Yes) or 
(No). 
Yes 

9.4 Following a review of the ‘Coffee with 
the Chief’ pilot for BME network 
members. Introduce for DSN members 
(2021). 

9.5 Disability Support Network to provide 
additional support to staff through setting 
up key support contacts. 

9.6 DSN to design & deliver ‘bite size’ 
learning sessions on different aspects of 
disability. To be delivered to network 
members with a view to making them 
more widely available. 

9.7 Following a review of the reverse 
mentoring pilot in the BME network, 
introduce it for DSN members (May 2021 – 
6 participants) 

DSN Chair, 
EDI Team, 
OCE. 

DSN Chair. 

DSN Chair. 

Deputy 
Director of 
Workforce, 
DSN Chair & 
OD. 

DSN meets quarterly. As 
a response to COVID set 
up monthly mini drop-in 
meetings. 
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10. Compare the 
difference for 
Disabled and non-
disabled staff. 
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. 

Improve Board representation. 

10.1 Following a review of the reverse 
mentoring pilot in the BME network, 
introduce it for DSN members. 

10.2 Recruitment adverts to include a 
diversity statement seeking/welcoming 
applicants from under-represented areas. 

10.3 Training to be delivered to for 
EEAST’s Board: EDI Made Simple. 

10.4 Board members to be encouraged to 
disclose/declare any disabilities and 
update their diversity data accordingly. 

Deputy 
Director of 
Workforce, 
DSN Chair & 
OD. 

Head of 
Recruitment 
& Trust 
Chair. 

EDI Team. 

OCE & Board 

Scheduled for 
15/10/2020 
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0% as disabled 
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