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Background

Analysis

The data period for the information within the submission was 1st April 2025 — 31st March 2026,
with workforce data being a snapshot taken on 31° March 2026 from ESR. Staff survey data is taken
from the most recent staff survey which is 2025. As with previous WDES reporting, bank staff are not
included in this submission.

The WDES submission is split into the below metrics, which are addressed beneath the sub-headings
below.

WDES metrics and sources
1. Percentage of staff in each of the AfC Bands 1-9 or Medical and Dental subgroups and VSM
compared with the percentage of staff in the overall workforce disaggregated by:
a. Non-Clinical staff
b. Clinical staff - of which
i. Non-Medical staff
ii. Medical and Dental staff
Source: ESR
2. Relative likelihood of non-disabled staff compared to disabled staff being appointed from
shortlisting across all posts Source: Career Gateway
3. Relative likelihood of staff of disabled staff compared to non-disabled staff entering the formal
capability process, as measured by entry into a formal capability procedure
Source: Employee Support and Resolution Team
4. Harassment, bullying and abuse Source: Staff survey 2025
a. Percentage of staff experiencing harassment, bullying or abuse from patients/service users,
their relatives of the public in the last 12 months
b. Percentage of staff experiencing harassment, bullying or abuse from managers in the last
12 months
c. Percentage of staff experiencing harassment, bullying or abuse from other colleagues in
the last 12 months
d. Percentage of staff saying that the last time they experienced harassment, bullying or
abuse at work, they or a colleague reported it
5. Percentage of staff who believe that the organisation provides equal opportunities for career
progression or promotion Source: Staff survey 2025
6. Percentage of staff who have felt pressure from their manager to come to work, despite not
feeling well enough to perform their duties Source: Staff survey 2025
7. Percentage of staff satisfied with the extent to which their organisation values their work
Source: Staff survey 2025
8. Percentage of staff with a long-lasting health condition or illness saying their employer has
made reasonable adjustment(s) to enable them to carry out their work Source: Staff survey
2025
9. Staff engagement score
a. People Promise metric on staff engagement Source: Staff survey 2025
b. Disabled staff voices Source: Inclusion Lead
10. Board representation Source: ESR
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Workforce Data

The total number of staff members employed at Royal Devon at 31 March 2026 stood at 14,439 of
which 809 were recorded as having a disability and 3522 with an unknown status on ESR.

The proportion of staff who do not have their disability status recorded onto ESR is currently at
24.39%, a reduction of 0.07% compared to previous years reporting. According to ESR staff with a
disability represent 5.60% of the total workforce, an increase from the 5.23% recorded last year.

This is at variance to the figures recorded from respondents to the Staff Survey, where the number
of respondents answering yes to the question “do you have any physical or mental health conditions
or ilinesses lasting or expected to last for 12 months or more?” stood at 26.87%.

Declaration rates

WODES reporting mandates that workforce data is divided into categories of Disabled / Non-Disabled
and Unknown. The unknown category will include both staff members who have not entered any
disability status into ESR and those who do not wish to disclose their status. Only 69 of the 3522
members of staff with a disability of unknown have actively elected not to disclose their status on
ESR.
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Metric 1: ESR Data
Non-Clinical Staff

Band Clusters % Disabled % Non-disabled % Unknown
Cluster 1: AfCBands <1 to 4 6.93% 69.15% 23.92%
Cluster 2: AfC bands 5to 7 8.11% 74.74% 17.15%
Cluster 3: AfC bands 8a and 8b 8.00% 72.44% 19.56%
Cluster 4: AfC bands 8c to VSM 4.44% 76.67% 18.89%
Total Non-Clinical 7.27% 71.17% 21.55%
Clinical staff
Band Clusters % Disabled % Non-disabled % Unknown
Cluster 1: AfC Bands <1 to 4 6.23% 72.22% 21.55%
Cluster 2: AfC bands 5to 7 5.02% 70.70% 24.28%
Cluster 3: AfC bands 8a and 8b 4.01% 80.75% 15.24%
Cluster 4: AfC bands 8c to VSM 2.00% 74.00% 24.00%
Total Clinical 5.40% 71.66% 22.94%

Medical and Dental staff

Medical and Dental Grades % Disabled % Non-disabled % Unknown
Medical & Dental Consultant 2.28% 60.91% 36.80%
Medical & Dental Non-Consultant Career Grade 3.89% 47.22% 48.89%
Medical & Dental Trainee Grades 4.33% 59.86% 35.80%
Total Medical & Dental 3.47% 58.99% 37.54%

Metric 2: Relative likelihood of non-disabled staff compared to disabled staff being

appointed from shortlisting across all posts

For the time period 1% April 2025 — 31" March 2026 the relative likelihood of non-disabled
candidates being appointed from shortlisting compared to disabled candidates was 1.18, this
indicates that non-disabled staff are more likely to be appointed from shortlisting.

Metric 3: Relative likelihood of disabled staff compared to non-disabled staff entering

the formal capability process

Metric 3 is taken from a two-year rolling average of the current and previous year (1°* April 2024 —
31°t March 2026 divided by 2). The relative likelihood of disabled staff entering the formal capability
process compared to non-disabled staff is 4.63. A figure above 1.00 indicated that disabled staff are
more likely than non-disabled staff to enter the formal capability process.
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Staff Survey data

In 2025, 4,757 Trust employees completed the staff survey, 26.87% of whom declared a “physical or
mental health conditions or illnesses lasting or expected to last for 12 months or more”.

The arrows in the below tables indicate if there has been an increase/reduction in the percentage
compared to the previous year’s staff survey.

Please note, as noted in previous years reporting there was a statistical issue with metrics 4a, 4b and
4c, the updated figures below may therefore differ with those previously published.

Metric 4a: Percentage of staff experiencing harassment, bullying or abuse from
patients/service users, their relatives of the public in the last 12 months

Disabled | Non-disabled
2023 2024 2025 2023 2024 2025
Percentage of staff | 24.37% | 24.86%A | 26.06%A | 18.16% | 18.40%A | 19.30%4

Across 2023-2025, the proportion of staff experiencing harassment, bullying or abuse from patients,
service users, relatives or the public increased for both groups. Rates were consistently higher for
Disabled staff, rising from 24.37% to 26.06%, compared with an increase from 18.16% to 19.30% for
non-disabled staff, indicating a persistent and widening inequality.

Metric 4b: Percentage of staff experiencing harassment, bullying or abuse from
managers in the last 12 months

Disabled | Non-disabled ‘
2023 2024 2025 2023 2024 2025
Percentage of staff | 12.43% | 11.92%W¥ | 12.34%A | 6.22% | 6.46%A | 6.35% WV

Between 2023 and 2025, Disabled staff were consistently more likely than non-disabled staff to
experience harassment, bullying or abuse from managers. Rates for Disabled staff remained high
and broadly stable (12.43% to 12.34%), while rates for non-disabled staff were lower and relatively
unchanged (6.22% to 6.35%), indicating a persistent inequality.

Metric 4c: Percentage of staff experiencing harassment, bullying or abuse from other
colleagues in the last 12 months

Non-disabled

2023 2024 2025 2023 2024 2025
Percentage of staff | 22.67% | 21.54%W¥ | 21.92%A | 11.79% | 13.24%A | 11.98%W¥

Disabled staff are consistently more likely than non-disabled staff to experience harassment, bullying
or abuse from colleagues. While rates for Disabled staff showed a slight overall decrease (22.67% to
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21.92%), they remained almost double those of non-disabled staff, whose rates fluctuated but
stayed lower (11.79% to 11.98%), highlighting a sustained inequality.

Metric 4d: Percentage of staff saying that the last time they experienced harassment,
bullying or abuse at work, they or a colleague reported it

Disabled | Non-disabled ‘
2023 2024 2025 2023 2024 2025
Percentage of staff 50.68% | 55.26%4 | 55.20%W¥ | 49.76% | 49.34%W¥ | 54.36%4

From 2023 to 2025, reporting of harassment increased for both groups. Disabled staff were
consistently more likely to report incidents (50.68% to 55.20%), while reporting among non-disabled
staff rose in 2025 (49.76% to 54.36%), narrowing the gap.

Metric 5: Percentage of staff who believe that the organisation provides equal

opportunities for career progression or promotion
Please note there has been a change in wording for this question meaning previous years results are
not strictly comparable:

2024: Does your practice act fairly with regard to career progression / promotion, regardless of
ethnic background, gender, religion, sexual orientation, disability or age?

2025: Does your organisation act fairly with regard to career progression / promotion, regardless of
e.g. age, disability, ethnic background, gender reassignment, religion, sex or sexual orientation?

Disabled Non-disabled

2023 2024 2025 2023 2024 2025
Percentage of staff 56.53% | 55.90%W¥ | 53.03%W¥ | 63.89% | 61.03%W¥ | 59.08%W

Across 2023-2025, confidence in equal opportunities for career progression declined for both
Disabled and non-disabled staff. Disabled staff consistently reported lower levels (56.53% to 53.03%)
compared with non-disabled staff (63.89% to 59.08%), indicating a persistent inequality. Results for
2024-2025 should be interpreted with caution due to a change in question wording.

Metric 6: Percentage of staff who have felt pressure from their manager to come to
work, despite not feeling well enough to perform their duties

Disabled | Non-disabled
2023 2024 2025 2023 2024 2025
Percentage of staff 22.06% | 20.63%V¥ | 20.27%W¥ | 15.23% | 16.03%A | 12.48%WV

Disabled staff are consistently more likely than non-disabled staff to feel pressure from their
manager to attend work despite being unwell. While rates for Disabled staff showed a gradual
decrease (22.06% to 20.27%), they remained higher than for non-disabled staff, whose rates
fluctuated but reduced overall (15.23% to 12.48%).
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Metric 7: Percentage of staff satisfied with the extent to which their organisation
values their work

Disabled Non-disabled

2023 2024 2025 2023 2024 2025
Percentage of staff 39.05% | 37.12%V | 35.41%W¥ | 48.93% | 46.91%¥ | 48.36%A

Disabled staff were consistently less likely than non-disabled staff to feel that their organisation
values their work. Satisfaction among Disabled staff declined steadily (39.05% to 35.41%), while
non-disabled staff reported higher levels overall, with a slight recovery in 2025 (48.93% to 48.36%),
maintaining a clear inequality.

Metric 8: Percentage of staff with a long-lasting health condition or illness saying their
employer has made reasonable adjustment(s) to enable them to carry out their work

2023 2024 2025
Percentage of staff 78.48% | 80.46%A | 79.02%W

Most Disabled staff reported that reasonable adjustments had been made. Levels increased in 2024
(78.48% to 80.46%) before a slight decline in 2025 (79.02%), remaining broadly high but indicating
scope for improvement.

Metric 9: Staff engagement score

Disabled Non-disabled

2023 2024 2025 2023 2024 2025
Staff engagement score 6.96 6.94¥ | 6.83¥ 6.66 6.64¥ | 6.45¥

Staff engagement scores declined for both disabled and non-disabled staff. Disabled staff
consistently reported higher engagement (6.96 to 6.83) than non-disabled staff (6.66 to 6.45), but
the downward trend for both groups indicates a shared reduction in engagement over time.

Metric 9b: Disabled staff voices

The Trust run workshops and listening events with disabled colleagues and we have reflected their
experiences through an external company which is providing a theatre piece which plays back their
experienced, this is currently in the final stages of being ready to share with the organisation

Metric 10: Board membership
This return shows that of the 17 Board members, 11.76% declared a disability, 64.71% are non-
disabled and 23.53% have an unknown disability status. All members are voting.
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Disabled Non-disabled Unknown
Executive 12.50% 62.50% 25.00%
Non-executive 11.11% 66.67% ’ 22.22%

Board disability representation remains low, with 11.76% of members declaring a disability. A
substantial proportion of Board members have an unknown disability status (23.53%), limiting
confidence in the data. Representation is similar across Executive and Non-Executive roles,

highlighting the need to improve declaration rates and disabled representation at Board level.

Key issues

e Persistent inequality in experience: Disabled staff consistently report poorer experiences
than non-disabled staff across multiple WDES metrics, including harassment, feeling valued,
pressure to work when unwell, and perceptions of fair career progression.

e Disproportionate capability processes: Disabled staff are 4.63 times more likely to enter
formal capability processes, indicating significant concerns around support, reasonable
adjustments and early intervention.

e Recruitment disadvantage: Non-disabled applicants remain more likely to be appointed from
shortlisting (relative likelihood 1.18), suggesting ongoing barriers for Disabled candidates.

e Declining confidence in progression: Confidence in fair career progression is falling for all
staff, with Disabled staff consistently reporting lower confidence, posing risks to retention
and morale.

e Harassment remains high: Disabled staff experience substantially higher levels of
harassment, bullying and abuse from patients, managers and colleagues, despite improved
reporting.

e Engagement and feeling valued: Engagement scores are declining for both groups, with
Disabled staff reporting particularly low and falling levels of feeling valued.

e Declaration and representation: Disability declaration rates remain low on ESR compared to
survey data, and Board-level disability representation is limited, reducing confidence in
leadership visibility and assurance.

Action planning

Whilst there have been some improvements to our WDES findings, there remains a persistent sense
of inequity of experience between Disabled and non-disabled colleagues. There needs to be a focus
on the overall experience of Disabled staff, with a particular focus on experience of harassment,
bullying and discrimination, and on talent progression.
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Appendix 1: Year on year comparison table

Difference
. Year
WDES Metrics 24/25 to
2023/24 | 2024/25 | 2025/26 25/26
Overall 4.52% 5.23% 5.60% 0.37%
Percentage of disabled staff Clinical incl M&D 4.04% 4.65% 5.09% 0.44%
Non-Clinical 6.07% 7.16% 7.27% 0.11%
Relafcive likelihood of non-disabled applicants being appointed from shortlisting compared to disabled 0.97 135 118 17.00%
applicants
Relative likelihood of disabled staff entering a formal disciplinary process compared to non-disabled staff 0.28 1.24 4.63 339.00%
3 Percentage of staff experiencing harassment, bullying or abuse from patients/service users, | Disabled 24.37% 24.86% 26.06% 1.20%
their relatives of the public in the last 12 months Non-disabled 18.16% 18.40% 19.30% 0.90%
p | Percentage of staff experiencing harassment, bullying or abuse from managers in the last 12 | Disabled 12.43% 11.92% 12.34% 0.42%
months Non-disabled 6.22% 6.46% 6.35% -0.11%
c Percentage of staff experiencing harassment, bullying or abuse from other colleagues in the Disabled 22.67% 21.54% 21.92% 0.38%
last 12 months Non-disabled 11.79% 13.24% 11.98% -1.26%
q Percentage of staff saying that the last time they experienced harassment, bullying | Disabled 50.68% 55.26% 55.20% -0.06%
or abuse at work, they or a colleague reported it Non-disabled 49.76% 49.34% | 54.36% 5.02%
Percentage of staff who believe that the organisation provides equal opportunities | Disabled 56.53% 55.90% 53.03% -2.87%
for career progression or promotion Non-disabled 63.89% 61.03% 59.08% -1.95%
Percentage of staff who have felt pressure from their manager to come to work, Disabled 22.06% 20.63% 20.27% -0.36%
despite not feeling well enough to perform their duties Non-disabled 15.23% 16.03% 12.48% -3.55%
Percentage of staff satisfied with the extent to which their organisation values their | Disabled 39.05% 37.12% 35.41% -1.71%
work Non-disabled 48.93% 46.91% 48.36% 1.45%
Percentage of staff VYIth a long-lasting health condition or |IIness. saying their employer has Disabled 78.48% 80.46% 79.02% -1.44%
made reasonable adjustment(s) to enable them to carry out their work
Disabled 6.96 6.94 6.83 -11.00%
Staff engagement score -
Non-disabled 6.66 6.64 6.45 -19.00%
Board membership Disabled 6.7% 12.5% 11.8% -0.74%
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Appendix 2a: Disability representation by clusters — overall
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Appendix 2b: Disability representation by clusters — non-clinical
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Appendix 2c: Disability representation by clusters — clinical
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