Disability monitoring report 2008
Background

The rules surrounding declaration of disability have changed over recent years. Under the terms of the Disability Discrimination Act (as amended) staff are disabled if they have a mental or physical impairment, which has a substantial adverse effect on their ability to carry out normal day to day activities and that that effect is long term, i.e. 12 months or longer.  The act also covers progressive illnesses such as HIV/Aids, multiple sclerosis and cancer, which may have an adverse impact in the future.  
Part of the latest legal amendment is a requirement for the production of Disability Equality Scheme every 3 years and reviews of progress against its associated action plan at least annually. The current Disability Equality Scheme runs from 2006-2009.
Another aspect of the legislation refers to the collection, active use and publication of workforce monitoring statistics. These are included within this report for the current year. They are used within the Trust to ensure that HR policies and practices are not having an unintended detrimental effect upon particular ethnic groups and any actions arising from the analysis of these reports is incorporated into the Disability Equality Action plan. The Trust is currently reviewing its schemes as part of the process to transfer to a Single Equality Scheme.

Since the rules around disclosure of disability have changed, it has become increasingly difficult to ascertain the levels of disability within the population as a whole, but recent figures published by the Disability Rights Commission indicate that around 6% of people within the UK have an impairment or condition which falls within the remit of the Disability Discrimination Act.
Workforce statistics covered by this report include:

a) Staff in post

b) Recruitment and selection

c) Promotions

d) Appraisals

e) Training

f) Grievance Procedures

g) Disciplinary Procedures

h) Leavers
Section A – Staff in post

Electronic Staff Records (ESR) currently show that 0.2% of staff are disabled (up from 0.15% in 2007). The breakdown of that figure by staff group is shown in the table below. However, no disability data is recorded for 75% of staff (down from 86% in 2007). Furthermore, 50 disabled members of staff responded to the latest staff survey out of a total of 405, which would indicate a much higher percentage of staff (18%) are in fact disabled than are reported under ESR. Priority has therefore been given to improving the quality of data on employee disability during the financial year 2009-10. 
	Disability
	Yes
	No
	Not declared/undefined
	Total

	Staff Group
	
	
	
	

	Add Prof Scientific and Technical
	1
	180
	546
	782

	Additional Clinical Services
	3
	626
	1391
	1832

	Administrative and Clerical
	12
	683
	2229
	2852

	Allied Health Professionals
	0
	182
	601
	741

	Estates and Ancillary
	3
	357
	1658
	1880

	Healthcare Scientists
	1
	127
	686
	801

	Medical and Dental
	4
	716
	770
	1396

	Nursing and Midwifery Registered
	8
	879
	3268
	4111

	Total
	32
	3750
	11149
	14395

	Percentage of Workforce
	0.2%
	25.1%
	74.7%
	


Section B – Recruitment and Selection

	
	Applications
	Shortlisted
	Appointments

	Disabled
	4.01%
	4.16%
	2.97%

	Not Disabled
	95.36%
	95.13%
	96.13%

	Not disclosed
	0.63%
	0.70%
	0.91%


The table above shows that 4% of applicants to Trust vacancies are disabled, 2% lower than the national average. This is an improvement on the 3% figure for 2007 and the 2% figure for 2006-7 financial year. 
Within Leeds, there are three times as many recipients of incapacity benefit (33,000) as recipients of job seekers allowance (11,000). Improving the chances of employment for those in receipt of incapacity benefit is therefore a key target for the regeneration of the local area, particularly in respect of those with mental health or musculo-skeletal impairments. The Trust and Leeds City Council run an employability project together. This initiative targets the areas of most economic disadvantage in the city and provides pre-employment training for healthcare assistants, ward housekeepers and administrative/clerical staff. The scheme has succeeded in securing employment for 107 people during the 2008 calendar year, of whom 7.5% were disabled. 

The Trust holds the Two Ticks symbol and is therefore accredited as being “Positive Towards Disabled People” in its employment activities. One of the requirements of this commitment is that disabled applicants meeting the essential criteria for a role are automatically given an interview. The fact that a higher percentage of disabled people are shortlisted than apply is testament to the effectiveness of this commitment within the Trust.
Section C – Promotions

The table shown below gives the percentages of those achieving promotions between 1st January and December 31st 2008 and is taken from the Electronic Staff Record system that is common to the NHS. Promotions were not recorded in this way previously so no trend analysis is available. 

	Disabled
	Headcount
	FTE
	%

	No
	129
	123.52
	19.46%

	Undefined
	533
	501.79
	80.39%

	Yes
	1
	1.00
	0.15%

	Total
	663
	626.31
	100.00%


The figures indicate that there is a slight under-representation of disabled staff being promoted, but the high proportion of undefined records makes this analysis less than robust.
Section D – Appraisals 

In the 2007 staff survey, 47% of all staff had received appraisals within the previous 12 months. This figure was 41% amongst disabled staff. Since the publication of the staff survey results in April 2008, the Trust has sought to increase the numbers of staff appraisals. It is recommended that measures taken to increase appraisal figures overall, ensure that the imbalance for disabled staff is redressed.
Section E – Training 

From the 2007 Staff Survey, the percentage of disabled staff (74%) who had “received job-relevant training, learning, or development within the last 12 months”, was slightly lower than that of the Trust average overall (78%). All mandatory training is now recorded on the Electronic Staff Record. The table below shows the disability breakdown of those completing training during 2008. This table provides a breakdown of who attended each training opportunity and direct correlations cannot therefore be made as individuals may have attended multiple training courses. It is reassuring to note, however, that the percentage of training undertaken by disabled people is broadly in line with the percentage of the workforce as a whole.
	
	Completed
	Percentage

	No
	9426
	28.41%

	Undefined/ Not declared
	23681
	71.37%

	Yes
	73
	0.22%

	Total
	33180
	


Section F – Grievance Procedures
There have been no grievance cases brought by disabled staff which is of particular relevance since the means to effect formal action regarding bullying and harassment is through the grievance procedure. It should be noted, however, that there is a statistically high proportion of staff disability status categorised as not stated within ESR as a whole, and none of the grievance procedures during 2008 had declared disability status. It has been agreed that a data quality audit should be commissioned in order to update the demographic information held on ESR and this has been agreed as part of the HR business plan for 2009-10. 
Section G – Disciplinary Procedures

	Disabled
	Headcount
	%

	No
	33
	20.89%

	Undefined/Not Declared
	125
	79.11%

	Yes
	0
	0.00%

	Total
	158
	100.00%


There have been no disciplinary procedures brought against disabled staff during 2008. However, there is a high proportion of staff with a disability status of undefined or not declared which affects the robustness of the data. A quality audit is to take place during 2009-10 to improved the disability data on ESR.
Section H – Leavers 

During the 2008 calendar year, 0.37% of all leavers were shown as disabled on ESR. This is higher than the percentage of recorded disabled staff in post, indicating that the proportion of disabled staff is reducing. However, no targeted retention measures have been established at this time as the disability status of 69% of leavers and 75% of staff in post is not known. Data quality is therefore the key priority for this financial year. 
