Staff Survey 2023 - The experience of disabled staff
1. Introduction
1.1. The NHS Staff Survey provides a wealth of data on the workplace experience of staff at ELFT. This information enables an analysis of the current experience of disabled staff in comparison to their non-disabled colleagues as well as changes in their experience over time. The aim of this paper is to inform the Equality Programme Board on the data and progress, to influence future discussions and improve the experience of disabled staff. 

1.2. This analysis reviews the experience of disabled staff at ELFT from 2018-2023, and highlights:
· key changes in staff experience in the past year 
· our progress on the Workforce Disability Equality Standards (WDES) 
· comparison with average (median) of other NHS trusts in the benchmark group of 51 trusts (combined mental health, learning disability and community health providers in England).

1.3. Differences are regarded as significant when there is more than a 3 percentage points (ppt) variance to the comparator, in line with the average set out in the formal RAG report from Picker. Throughout this report, the reader should assume that a numerical gap with a ppt figure indicates a poorer experience of disabled staff against the comparator, unless expressly stated. 

1.4. NHS Staff Survey data relating to the Trust’s disabled staff over a six-year period is provided in full in appendix A; WDES data and charts for the Trust and benchmark group over a six-year period are provided in appendix B.


2. Key findings.
2.1. Across all indicators, disabled staff continue to have a consistently poorer experience than the Trust average and non-disabled staff. This is demonstrated by the overall RAG rating; of the 99 indicators, 78 are marked red, 20 are amber and only one is green. 

2.2. This is however a slight improvement on last year, with an average 3.9ppt improvement in each indicator. 

2.3. We are no longer one of the worse performing trusts in the scope of WDES and in some metrics our improvement moves us into the top 25% of trusts.

2.4. The trends seem consistent with previous years and correlate with other data, including ongoing feedback from disabled staff through the activities of the ELFT Ability network and Trust-wide work on the WDES action plan.


3. Responses
3.1. 25.97% of ELFT respondents have physical or mental health conditions or illnesses lasting, or expected to last, for 12 months or more. For the purposes of WDES this group is given the umbrella term of disabled staff, in line with the Equality Act and social model of disability.

3.2. This is a negligible improvement on last year. The Trust is 4.21 percentage points (ppt) below the benchmark average and in the bottom 8 trusts. 

3.3. The staff survey response rate is much higher than the declaration of disability on ESR (WDES Metric 1); this is a consistent picture across the NHS in terms of anonymous disclosure often made as a new starter compared to the Equality Act definition which captures more up to date information. 

3.4. As of 31 March 2024, 7.52% of staff have identified themselves as disabled on ESR, compared to 7.32% the previous year. The benchmark group data has not yet been released, but in previous years we have been ranked as one of the top trusts in the group.


4. Changes from 2022 to 2023
4.1. There has been a significant improvement over the last year in the number of indicators that have scored more highly. Noticeably, 21 indicators have improved by 6ppt or more compared to none last year, and only three indicators have decreased in score compared to 47% that declined between 2021 and 2022.

4.2. The top areas for increased satisfaction for staff are:
· Q24: ‘Able to access the right learning and development opportunities when I need to’ - improved by 10.4ppt.
· Q7c: ‘Receive the respect I deserve from my colleagues at work’ - improved by 9.5ppt, closing the gap in experience from disabled and non-disabled staff from 14ppt to 6.2ppt. 
· Q7b: ‘Team members often meet to discuss the team's effectiveness’ - improved by 8.8ppt, closing the gap in experience from disabled and non-disabled staff from 12.7pt to 6.2ppt.

4.3. Whilst our RAG rating against the Trust average remains high, there is evidence that disabled staff indicators are moving closer to the Trust average, for example:
· Q9e: ‘My immediate manager values my work’ has moved from minus 8.4ppt to minus 3.9ppt. 
· Q3c: ‘I have opportunities to show initiative frequently in my role’ has moved from minus 9.6ppt to minus 3.6ppt. 

4.4. Additionally, the average gap between disabled staff and non-disabled staff has moved from minus 6.3ppt to minus 4.9ppt. Overall, the Trust appears to be moving in the right direction.

4.5. Of concern is that in 22 indicators a gap of at least 10ppt still exists between disabled and non-disabled staff with the widest differences relating to People Promise 4 – negative experiences and burnout.
· Q11d: ‘In last 3 months, have not come to work when not feeling well enough to perform duties’ - a 20.8ppt gap.  
· Q11c: In last 12 months, have not felt unwell due to work related stress’ - 20.4ppt gap. 
· Q11b: ‘In last 12 months, have not experienced musculoskeletal (MSK) problems as a result of work activities’ - 15ppt gap. 
· Q14: ‘Never/rarely lack energy for family and friends’ - 15ppt gap.


5. Workforce Disability Equality Standards (WDES)
5.1. The WDES are an NHS mandated series of evidence-based metrics that provide NHS organisations with a snapshot of the experience of their disabled staff in key areas. Six of the WDES metrics are based on staff survey questions which enables us to track the experience of disabled and non-disabled staff at ELFT as well as against the median of the same type of trust since 2018. 

5.2. Comparisons with the benchmark group are vital as they provide a sense of the Trust’s performance in a sector striving to be a more accessible and inclusive employer. The standards at ELFT will have a growing impact on recruitment, retention and reputation in addition to concerns for current staff. It is also important to consider it in terms of the wider performance of ELFT; WDES is mandatory under the NHS contract.

5.3. In 17 of the staff survey indicators relating to WDES, including the engagement score indicators, 14 show an improvement in score and three have remained the same.  

5.4. In most metrics disabled staff still have a poorer experience than their non-disabled colleagues, except for two parts of Metric 4; ‘reporting abuse’ and ‘experiencing harassment from the public’ where the score is the same.

5.5. The Trust position in the benchmark group has improved, except for one part of metric 4. ELFT is now in at least the average range (25th to 75th percentile) on all metrics, except metrics 4 and 6. In metric 7, feeling valued, the Trust is now in the top seven of the benchmark group. (See table 1)


5.6. Appendix B provides the raw data and charts for each metric.

Table 1: ELFT position in benchmark for WDES metrics

	
	2018
	2019
	2020
	2021
	2022
	2023

	Number of trusts
	48 trusts  
	48 trusts  
	50 trusts  
	51 trusts  
	51 trusts  
	51 trusts  

	Disabled respondents
	44/48
	44/48
	34/50
	40/51
	41/51
	44/51

	Metric 4a i
	41/48
	41/48
	41/50
	36/51
	44/51
	21/51

	Metric 4a ii
	27/48
	40/48
	30/50
	46/51
	49/51
	42/51

	Metric 4a iii
	38/48
	24/48
	42/50
	42/51
	48/51
	48/51

	Metric 4b
	31/48
	14/48
	37/50
	20/51
	47/51
	26/51

	Metric 5
	32/48
	30/48
	36/50
	43/51
	40/51
	33/51

	Metric 6
	3/48
	21/48
	34/50
	40/51
	48/51
	41/51

	Metric 7
	5/48
	12/48
	5/50
	13/51
	27/51
	7/51

	Metric 8
	Not published 
	Not published 
	41/51
	Not published 
	50/51
	37/51

	Metric 9a 
	3/48 to 7/48
	5/48 to 10/48
	8/50
	10/51
	29/51
	16/51



	Key
	
	
	

	
	   Scored in the top 10% of trusts
	
	

	
	   Scored in the top 25% of trusts
	
	

	
	   Scored in the middle 50% of trusts
	
	

	
	   Scored in the bottom 25% of trusts
	
	

	
	   Scored in the bottom 10% of trusts
	
	

	*
	   ELFT score is less accurate than other trusts
	






6. Changes in each WDES Metric
· Metric 4a: Experience of harassment, bullying and abuse from: 
· Patients, service users and the public:
· 7ppt improvement in score
· No longer a gap in experience with non-disabled staff or the Trust average
· Above the benchmark group average.
· Managers: 
· 5.3ppt improvement in score
· Gaps between non-disabled staff and the Trust is closing, but still some way to go
· Improvement benchmark group to bottom 10, up from bottom 3. 
· Colleagues:
· No change in the last year
· In the bottom 6% of trusts 

· Metric 4b: Reporting harassment, bullying and abuse 
· 4ppt improvement in score
· Now 26th trust out of 51, average, having been in the bottom five.  

· Metric 5: Career progression:
· 3ppt change the past year.
· Disabled staff are now in the average range on the Trust (amber on staff survey RAG table)
· Improvements in past year 
· Trust difference
· Improved from bottom 12 to now in the top two-thirds of trusts

· Metric 6: Presenteeism: 
· 5.3ppt improvement in score
· Gaps between non-disabled staff and the Trust is closing, but still some way to go
· Improved in benchmark group from bottom four to bottom 10
· In the lowest 20% of trusts.  

· Metric 7: Feeling valued:
· Top 7% trusts
· Returned to previous high place on benchmark group after a dip in 2022
· Improved by 6.1ppt
· Still significant gaps between non-disabled staff and the Trust average. 

· Metric 8: Workplace adjustments:
· 5.8ppt improvements in past year 
· Improved from bottom two to 37th out 51.
· Now within the benchmark average range, but still lowest third of trusts.  

The Trust has a legal duty to provide reasonable adjustments to remove, reduce and prevent workplace barriers for their employees. Whilst there has been an improvement in this area, the Trust is in the bottom third of the benchmark group. A substantial improvement is required in this area to ensure the Trust is an inclusive workplace, and staff have resources they need to do their job. 

· Metric 9a: Staff engagement score (out of ten):
· Returned to 7.0 after a dip in 2022
· From average in the benchmark group to top 16, ie. In the top third of trusts
· Still significant gaps between non-disabled staff and the Trust average.


7. Staff engagement score (metric 9a)
7.1. The staff engagement score is compiled of 3 elements using 9 indicators: 
· Motivation
· Involvement (in their work)
· Advocacy (promotion of the Trust) 		

7.2. An analysis of the elements has not been undertaken. Colleagues who are interested in this area may refer to appendix A and use the filter search on Column B in tab 2, metric 9a.

8. NHS People Promise
8.1. An analysis of the experience of disabled staff in relation to the People Promise elements has not been undertaken. Colleagues who are interested in this area may refer to appendix A and use the filter search on Column A in tab 2.

9. Discrimination
9.1. Disability remains one of the lowest grounds for discrimination alongside sexuality and religion with no change in the last year. It is important to note that although low, this type of discrimination has doubled in the last six years (2017: 5.2%, 2023: 10.2%). This is reflected in the suggested physical and attitudinal barriers identified throughout the rest of the staff survey but doesn’t represent the extremely poor experience in relation to workplace adjustments.




10. Intersectionality, staff roles and localities
10.1. Disabled staff will have different levels of experience depending on their other characteristic and circumstances.
.
10.2. The question relating to Metric 8 is only asked of disabled staff so it is possible to ascertain the satisfaction of workplace adjustments in relation to staff groups, locality or other protected characteristics. The data provided does not allow for further cross-grouping. 

10.3. Some assumptions were gathered as part of the five-year analysis undertaken in summer 2023, to aid our thinking around intersectionality and in making a longer-term WDES action plan. The 2023 data is available to WDES metric owners, directors and staff network leads via the staff survey RAG tables if required for more targeting planning.


11. Recommendations
11.1. For the Equality Programme Board to recognise that this data evidences the experiences of disabled staff. It should be used to influence discussions and decisions around activities to improve the culture towards disabled staff.  
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