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Introduction

At Sirona Care and Health, we celebrate the incredible diversity of our population
and our workforce along with the significant benefits inclusion brings to the United
Kingdom.

Our workforce consists of people with varied disabilities and long-term health
conditions. They include a whole range of hidden and often changing conditions that
will affect different individuals in different ways, in terms of their ability to work, so we
need to cater for all their bespoke needs.

At Sirona we are committed to improving those lived experiences and strive towards
creating an inclusive culture where being disabled is not a barrier to progression,
allows individuals to feel safe in the workplace and

difference is embraced. B dlSGbIllty
The importance of disability equality is embedded into the Bﬁ Conﬁdent
NHS People Plan where it states “‘The NHS must welcome *— EMPLOYER —

all, with a culture of belonging and trust. We must understand, encourage, and
celebrate diversity in all its forms’. The People Promise declares ‘a commitment to
creating and maintaining a compassionate and inclusive culture where diversity is
valued and celebrated as a critical component, and not just a desirable one.’

Sirona must also meet its legal obligations under the Equality Act 2010 and The
Human Rights Act 1998 and as a Disability Confident employer we guarantee an
interview to any applicant who has a disability and who meets the minimum criteria
for the role.

Our Values
At Sirona care & health we live our Taking it Personally values and inclusivity and
racial equality is integral to this. To us, taking it personally means:

e Treating people with courtesy and respect so they feel welcome.

e Having a welcoming and positive attitude

e Being warm, friendly, and interested in you

¢ Valuing and respecting you as an individual.

e Communicating effectively with people so they feel valued.

¢ Involving people, listening to people, and answering their questions We are
committed to providing an environment free from discrimination, bullying,
harassment, or victimisation, where everyone feels welcomes, supported,
safe and valued.

We aim to create a diverse work environment where everyone is valued for their
contribution and individuality.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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Purpose and Scope

In line with the Equality Act 2010, Sirona is required to publish equality information
annually to show how it has complied with the public sector equality duty. This
annual report, which covers from 1st April 2024 to 31st March 2025, focuses on
disability equity and provides Sirona with valuable insights into our workforce
disability performance. It identifies priority areas for improvement.

Why is WDES Important?

The WDES is a set of ten specific measures (metrics) that enable NHS organisations
to compare the experiences of disabled and non-disabled staff. This information
informs the development of an action plan to demonstrate progress against the
metrics to improve equality and inclusion for disabled staff. The WDES was
mandated for all Trust’s from April 2017. It is included in the NHS Standard Contract.

The WDES is important because research shows that a motivated, included, and
valued workforce helps to deliver high quality patient care, increased patient
satisfaction and improved patient safety. It supports positive change for existing
employees and enables a more inclusive environment for disabled people working in
the NHS.

There are 10 WDES indicators:

e Three (3) metrics focus on workforce data.

e Five (5) are based on questions from the NHS Staff Survey.

e One (1) metric focuses on disability representation on boards.

e One (1) metric (metric 9b) focuses on the voices of disabled staff.

Based on the requirement from the National team, Sirona submitted the WDES data
for Metrics 1 — 3, and Metric 9b and Metric 10 on the national data collection
framework (DCF) on 31st May 2025.

WDES Metrics 4 — 9a, are compiled from NHS Staff Survey (2024) Results.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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Demographic Data

Sirona care & health serves one million people in the West of England, of which
18.2% of BNSSG residents indicated a disability on the 2021 Census. The most
recent data for the Sirona care & health workforce from March 2025 shows that
20.5% of the organisation has indicated they have a disability, three percent more
than the population it serves. The numbers of colleagues choosing indicate their
disability in their staff records has increased in the past year suggesting an increase
in psychological safety regarding declaration of protected characteristics.

The 2021 census

North South
Under the Equality Act: Bristol Gloucesters BNSSG
Somerset :
hire
Disabled 19.4% 17.7% 16.5% 18.2%
Not Disabled 80.6% 82.4% 83.5% 81.8%

The 2024 NHS Staff Survey Response Rate

NHS SS24 - Proportional Resp Rate -
Disability

80%
70.0%

60%

40%
28.5%

20%

27%

71%

0%
Disability Yes Disability No Not declared/ Prefer
not to say

02023 m2024

Graph 1 Response Rate
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This data is from the National Staff Survey results. 552 out of all 1937 respondents
(28.5%) indicated they have a disability on the survey

In the 2024 Staff Survey, more disabled staff have responded to the staff survey than
the previous year (28.5% Vs 27%) which demonstrates an increasing in willingness
from staff to declare they have a disability and engage with the staff survey.

28.5% of respondents to the NHS Staff Survey identified as having a disability,
compared to 20.5% recorded in workforce data. The Staff Survey does not include a
“Prefer not to say/disclose” option, which may account for around 4% of this
difference in 2024, though this does not fully explain the discrepancy.

Nevertheless, the proportion of staff selecting “Yes” to having a disability in the Staff
Survey is broadly aligned with workforce data and can be considered representative.
However, the survey sample appears to include a relatively higher proportion of
Disabled staff (28.5%) than is reflected in the overall workforce (20.5%) as of
November 2024.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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Total Workforce

Disability Workforce Data

80% 75.5%

60%

40%

20.5%
20%
3.9%
0% i
Disability Yes Disability No Not declared/ Prefer
not to say
B Nov-24 ®mMar-25
Disability Disability Not declared/ Prefer not
Yes No to say
Mar-25 20.5% 75.5% 3.9%
Nov-24 22.5% 72.5% 5.0%
Oct-23 27.6% 66.8% 5.6%

2024/2025 Mandatory Return

Below is an overview of the data we are required to share with NHS England and our
commissioners, based on information about our organisation on 31st March 2025.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
6



If0N3

care & health

WDES Indicator 1: Workforce Profile

Percentage of staff in each of the Agenda for Change (AfC) Bands 1-9, VSM
(including Executive Board members) compared with the percentage of staff in the
overall workforce.

Non-Clinical Staff

Band Clusters Non-disabled Disabled Unknown
Cluster 1: AfC bands 1 to 4 77.7% 18.9% 3.4%
Cluster 2: AfC bands 5to 7 73.8% 22.8% 3.4%
Cluster 3: AfC bands 8aand 8b  69.1% 25.0% 5.9%
Cluster 4: AfC bands 8cto VSM  75.7% 24 3% 0.0%
Total Non-Clinical 76.0% 20.6% 3.4%

March 31, 2025 Band - Non-Clinical
Cluster 4: AfC bands 8c tovsM | 7.7+ R oo | 24.3% |
Cluster 3: AfC bands 8aand b |G <=2 [ 5 < | 25.0% |
custer2: Atcbands5to 7 | NG G 228
clster 1: Afc bands 1to 4 [ NG 7= B 2 [ 1eo% ]

0% 25% 50% 75% 100%

B Non-disabled m Unknown ODisabled

Of the total number of disabled staff in Non-Clinical roles:

e 57% are between Band 1 -4
e 29% are between Band 5-7
e 14% are between staff Band 8a — VSM

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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Clinical Staff
Band Clusters Non-disabled Disabled Unknown
Cluster 1: AfC bands 1 to 4 71.1% 23.0% 5.9%
Cluster 2: AfC bands 5to 7 771% 19.4% 3.6%
Cluster 3: AfC bands 8a and 8b 79.1% 18.3% 2.6%
Cluster 4: AfC bands 8c to VSM 66.7% 33.3% 0.0%
Total clinical 75.5% 20.3% 4.1%

March 31, 2025 - Clinical

0.0%

2.6%
3.6%
5.9%
0% 25% 50% 75% 100%

m Non-disabled m Unknown ODisabled

Of the total number of disabled staff, in Clinical roles:

e 31% are between Band 1 -4
e 65% are between Band 5-7
e 4% are between staff Band 8a — VSM

What does this tell us?

As can be seen in overall regional demographic data, the organisation has a 2.5%
higher level of disabled colleagues than the population it serves. With 20.6% of non-
clinical and 20.3% of Clinical Staff, one in five overall, indicating a disability in their
staff record. This demonstrates we have staff across bandings in both clinical and
non-clinical roles from junior to senior positions being represented by lived
experience of disability. For both groups of colleagues only 4% of staff have not
disclosed disability status in their staff records which is below the average across all
areas of protected characteristics across the organisation which was 11% on
31.3.25.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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WDES Indicator 2: Recruitment Process

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

Note: This refers to both external and internal posts.

No. of
Description Tota! No. of interviewed No. appointed
applicants .
applicants
Total 16630 2380 834
Disability Yes 1002 334 85
Disability No 15341 1980 674
Disability Unknown 287 66 75

Disability: Yes

e Appointed: 85

e Interviewed: 334

o Likelihood = 85/ 334 = 0.254
Disability: No

e Appointed: 674

e Interviewed: 1980

o Likelihood = 674 / 1980 = 0.340

Likelihood for Non-Disabled B 0.340

Relative Likelihood = _ =
Likelihood [or Disabled (0.254

= 1.34

Non-disabled applicants are about 1.34 times more likely to be appointed once
shortlisted compared to disabled applicants.

The target outcome is a figure of 1 — meaning that disabled candidates are no less
likely to be appointed from shortlisting than candidates who are not disabled. A figure
of 1.0 reflects well on the fairness of recruitment processes.

Our current position:
Based on our latest recruitment data:

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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« The relative likelihood of non-disabled applicants being appointed from
shortlisting compared to disabled applicants is 1.34.

e This means that non-disabled applicants are about slightly more likely to be
appointed once shortlisted than disabled applicants.

« This indicates a disparity at the interview stage that should be explored further
to ensure our recruitment processes are inclusive and equitable.

This highlights the importance of reviewing our recruitment and selection processes
to identify and remove potential barriers for disabled candidates, ensuring fair
opportunities at every stage.

WDES Indicator 3: Capability Process

Relative likelihood of disabled staff compared to non-disabled staff entering the
formal capability process, as measured by entry into the formal capability procedure.

A formal capability procedure is where someone’s inability to do their job to the
required standard is investigated, with targets for improvement and timescales for
achievement. The data shows the relative likelihood of disabled staff compared to
non-disabled staff in entering a formal capability process, as measured by entry into
the formal capability procedure.

Likelihood of Relative likelihood of

Of these, staff entering disabled staff entering
how may the formal the formal capability
2023- 2024- wereon the capability process compared to
) grounds of process non-disabled staff.
Descriptor 2024 2025  i-health? 2024/25
Disabled 3 3 0.011
) Currently we
Non-disabled 4 15 are unable (0,57
- — to provide - 02
Disability tbhis y
unknown/ no 6 8 reardev 0,30
response
Total 13 26

Disabled staff:

Relative likelihood of disabled staff entering the formal capability process compared
to non-disabled staff = 0.2

This means that, within the capability, disabled staff are 0.2 times as likely (or 80%
less likely) than non-disabled staff to be in the process — according to this dataset.

Compared to 2023/24

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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Whereby disabled staff were 0.75 times as likely (or 25% less likely) than non-
disabled staff to enter the formal capability in 23/24. This means that disabled staff
are relatively less likely to enter the formal capability process this year compared to
last year.

WDES Indicator 4: Negative Behaviour

Part 4A - Percentage of disabled staff compared to non-disabled staff experiencing
harassment, bullying or abuse from patients, managers or colleagues.

This data is from the NHS Staff Survey results and the score on this question is a
composite of three separate Staff Survey (2024) questions (14 a, b and c) which
query abusive behaviour from patients, managers or colleagues separately.

Indicator 4a - Percentage of disabled staff Indicator 4a - Percentage of disabled staff
compared to non-disabled staff experiencing compared to non-disabled staff experiencing
harassment, bullying or abuse from patients, harassment, bullying or abuse from patients,

managers or colleagues managers or colleagues
40% 20%
35% 35%
35% 35% 34% o
[m]

30% 30%

25% 25%

20%
2024 2023 2024

20%

[Yes Disability M No Disability — ==e==Difference O Yes Disability ~===No Disability = ====Difference

*differential % rounded down by excel
(should show 5%)

Compared to last year’s results, disabled staff have indicated a 1% increase in
harassment, bullying or abuse from patients/ service users, their relative or other
members of the public. However, there was also a 1.5% increase in disabled staff
responding to the survey.

While colleagues who chose “No disability” indicated a one percent decrease in
experiencing harassment, bullying or abuse from patients/ service users, their
relative or other members of the public.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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This increases the disparity of experience where 7% more “Disability Yes” colleagues
are experiencing these negative behaviours by the public.

Staff who are disabled overall still report higher experiences of harassment, bullying
or abuse from patients/ service users, their relative or other members of the public.

Part 4B - 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

Indicator 4b - Percentage of disabled staff
compared to nondisabled staff saying that
the last time they experienced harassment,

bullying or abuse at work, they or a
colleague reported it

63%

53% 61%

54%

2023 2024

m—Yes Disability @—No Disability —=——=Difference

This metric shows a decrease in the difference of reporting between reporting of
harassment, bullying and abuse at work. Disabled staff remain slightly (2%) less
likely to report incidents compared to non-disabled staff.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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WDES Indicator 5: Career Progression
Percentage of disabled staff compared to non-disabled staff believing that their
organisation provides equal opportunities for career progression or promotion

This data is from the NHS Staff Survey results.

Indicator 5 - % of staff believing that trust provides equal
opportunities for career progression or promotion

61%

In 2024, 54% of colleagues who identified as having a disability felt that Sirona
provides equal opportunities for career progression — the same proportion as in the
previous year. In comparison, 60% of colleagues who did not identify as disabled felt
the same, representing a 3% decline from the previous year.

While the gap in perception between disabled and non-disabled colleagues has
narrowed, the overall figures highlight ongoing room for improvement in ensuring
equitable career development opportunities across the organisation.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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WDES Indicator 6: Pressure to work while unwell

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

This data is from the National Staff Survey results. 552 out of all 1937 respondents
(28%) indicated they have a disability on the survey. This is important because the
phrasing of this question asks colleagues who have indicated in the previous
question that they are disabled to complete question 11e.

However, many more colleagues (1046 people, 54% of the respondents)
completed this question. The results must be interpreted with caution.

Colleagues who indicate “Yes Disabled” on the Staff Survey, report 7% more
pressure than “No Disabled” to work while unwell.

Indicator 6 - Percentage of disabled staff Indicator 6 - Percentage of disabled staff
compared to non-disabled staff saying that compared to non-disabled staff saying that
they have felt pressure from their manager they have felt pressure from their manager
to come to work, despite not feeling well

enough to perform their duties

to come to work, despite not feeling well
enough to perform their duties

25%
25%

20% o

20% 18%
18% o

15% 15%
7%

11%
10, ° o
10% 10% 11% 11%
5% 5%
2024 2023 2024
[IYes Disability No Disability  ==s==Difference O Yes Disability @=No Disability ====Difference

This metric shows that 11% of colleagues without a disability reported feeling
pressure to come into work, the same as the previous year. Among colleagues who
identified as disabled, there was a 2% decrease from last year; however, 18% still
reported feeling this pressure.

However, many more colleagues (1046 / 54% of the responses) completed this
question. As just over half of overall staff survey respondents completed this
question, it must be interpreted with caution.

An action plan is already underway in response to the staff survey results. This
proactive approach aims to address the disparities highlighted in the feedback,
particularly around experiences of disabled colleagues. Initial steps have focused on

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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reviewing current practices, engaging with staff networks, and identifying areas for
improvement to ensure that all colleagues feel valued, supported, and have
equitable access to opportunities.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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WDES Indicator 7: Satisfied with feeling valued

Percentage of disabled staff compared to non-disabled staff saying that they are
satisfied with the extent to which their organisation values their work

This data is from the NHS Staff Survey results.

50%

45%

40%

35%

30%

Indicator 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

43%

32%

2024

[Yes Disability = No Disability  ==s==Difference

50%

45%

40%

35%

30%

Indicator 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

47%

5% 43%

o
43%

o
32%
1 2
O-—Yes Disability =@=No Disability === Difference

Just under one-third (32%) of colleagues who identified as disabled feel that the
organisation values their work, compared to 43% of non-disabled colleagues. Both
figures represent a notable decline from the previous year — a 4% drop among non-
disabled colleagues and a significantly larger 11% drop among disabled colleagues,
nearly three times the decrease.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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WDES Indicator 8: Reasonable Adjustments

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

This data is from the NHS Staff Survey results.

Indicator 8 - Percentage of disabled staff saying that their

employer has made reasonable adjustment(s) to enable

them to carry out their work DARK BLUE: Percentage of
Staff Survey Respondents indicating "Yes Disabled"

85% 45%

81%
80%

80% 40%

78%

75% 35%

70% 30%

65% 25%
2020 2021 2022 2023 2024 Community

Trusts 2024

The purple bars represent the proportion of disabled staff who indicated that the
organisation has made reasonable adjustments. The blue line tracks the percentage
of staff identifying as “Yes Disabled” in the Staff Survey for each corresponding year.

In 2024, while there was a 1.5% increase in staff identifying as disabled, there was a
simultaneous 4% decrease in the proportion of those colleagues reporting that
reasonable adjustments had been made.

Sirona care & health lags ‘Community Trusts’ where 81% of Disabled staff have
reasonable adjustments in place.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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WDES Indicator 9a: Staff Engagement Score

This data is from the NHS Staff Survey results. The Staff Engagement score is one
of the NHS “People Promises” and a key metric for how people feel about working
for the organisation.

“Highly engaged staff— and by this we mean individuals who are committed to their
organisations and involved in their roles— are more likely to bring their heart and soul
to work, to take the initiative, to go the extra mile’ and to collaborate effectively with
others.”

Staff engagement - Six building blocks for harnessing the creativity and enthusiasm of NHS staff.

The King'’s Fund

Indicator 9 - Staff Engagement Score Indicator 9 - Staff Engagement Score

6.7
u]
6 6 6.2
s 5
2024 1 2
Yes Disability =~ EEENo Disability = ==e==Difference O—Yes Disability ~ =—@=No Disability = =Difference

Both this year and last, colleagues indicating a disability are less engaged than those
not indicating a disability. Both categories have shown a roughly 0.5 and parallel
decline between 2023 and 2024. However, as Disabled colleagues were at the level
non-disabled colleagues were last year, engagement requires further monitoring.

The Staff Engagement People Promise consists of three sub-scores (Motivation,
Advocacy and Involvement) with each including three questions. Further analysis
could query whether colleague’s experience diverges on any of these constituent
parts.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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WDES Indicator 9b: Disabled Voices Heard

Has your organisation taken action to facilitate the voices of your disabled staff to be
heard?

In order for improvements to be made against the WDES metrics, it is essential that
the voices of disabled staff continue to be heard loud and clear.

Sirona Care and Health have taken the following actions to facilitate the voices of
disabled staff to be heard:

Disability & Long Term Conditions Network Co Chair representative at EDI Taskforce

Disability & Long Term Conditions Network Co Chair linked in to Our Voice
Our Voice, DI steering group and reporting into People Committee.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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WDES Indicator 10: Board Membership

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

e by executive and non-exec membership of the board.
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2025 Disabled Non-disabled Unknown Total
Total Board o o o
members 2 13% 11 73% 2 13% 15
Voting 2 20% 7 70% 1 10% 10
Non-Voting 0 0% 4 80% 1 20% 5
Executive 1 1% 7 78% 1 1% 9
Non-Executive 1 17% 4 67% 1 17% 6
Difference

(Total Board 6% 29, 49,

- Overall workforce

)

Difference

(Voting membership o e 70

> Overall 13% 6% 7%
Workforce)

Difference

(Executive o o RO
members - Overall 4% 2% 6%
Workforce)

Workforce to Board Proportion - 31 Mar 2025

2025 Board Proportion

0% 20%

H Non-disabled

Disabled ® Unknown

40%

13%

60% 80%

l’

100%

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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Workforce to Board Proportion-31 Mar 2025

2025 Proportion (Non) Voting 47% 27% 13% 7% | 7%
0% 20% 40% 60% 80% 100%
O MNon-disabled Voting OMon-disabled Not Voting ODisabled Voting

As of 31st March 2025, there were fifteen total board members:

e Ten voting board members and five non-voting.
¢ Nine executives and six non-executives.

There are two disabled members of staff represented in the Executive board
membership, which is 13% of the total. With 20.5% of the total workforce indicating a

disability the Board lags overall workforce by 7.5%.

In 2024 31% of board members had not recorded their status, in 2025 this has

reduced to 13%.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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Key Areas of Progress 2024-2025

Reduce the difference of Disabled staff experiencing bullying, harassment or
abuse compared to non-disabled

« While overall incidents remain high, targeted analysis has highlighted a 7%
gap in reported abuse from the public between disabled and non-disabled
staff. This reinforces the need for further intervention and support.

Work with Quality & Safety teams to carry out deeper level of understanding
around reported incidents of Disabled staff experiencing bullying and
harassment

« Planning is underway to link Staff Survey results with incident reporting
themes and align with public behaviour/zero tolerance work to identify
hotspots and patterns affecting disabled staff.

Develop a communications plan for key disability events and improve survey
engagement

e Survey participation increased from 27% to 28.5% among disabled staff in
2024. Continued promotion and visibility of EDI will continue to support
engagement and build psychological safety.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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Ongoing Work/ Planned for 2025-26

* Ensure people have the

right equipment

* Provide suitable

workplace tools and

environment

* Improve facilities

= Provide a healthy

environment

» Enable staff to protect
their own safety and
wellbeing

» Supporting breaks in the

days and ignoring people’s

diary demands

* Develop a wellbeing culture
* Ensure enough staff to

provide the care expected

» Capacity and demand

planning. Develop
collaborative solutions for
capacity and demand
pressures

* Workload and work-life

balance

* Teams to identify the root

cause of burnout and to risk
assess

* Risk assessments where

teams are working extensive
overtime.

= Address staff survey results

which show increased
workplace stressors, work
pressure and burnout

» Manager training on work life

* Creating effective
decision making and
assurance

# Creating clear
processes from Board
to front line

» Team objectives link
to organisation
objectives

» Ensure the right
people are involved in
decisions, see staff
engagement

» Address staff survey
questions under
autonomy and control

« Create togetherness
across all teams

 Ensure teams work
collaboratively and
are supported to do
their best

= Establish an operating
model to ensure
interdependencies are
managed see staff
engagement week
action for theme 4.

» Team objectives link
to organisation
objectives

* Develop the
confidence to
undertake

Irona

care & health

* Enable excellent career

progression and
opportunities to develop

* Everyone having the skills

to be able to fulfil their
role effectively

* Good induction and

training including clinical
skills

* Ensure local induction
* Set and review probation

objectives

* Colleagues feel valued
* Diverse colleagues feel

seen

* Develop and deliver a

reward and recognition
plan

+ Useful PDR process
» Staff awards

* Local individual and team

improvement work at recognition scheme.

all levels

balance and flexibility

“ Initial Organisation Action Plan Summary 2025:
Workload Governance & Effectively with Development&
Decision Making Other Teams Recognition

Safe and Healthy

Consistent approach to acting on safety concerns raised

Increased visibility around action plans

Inclusivity and Belonging

Ensuring the EDI programme becomes BAU

EDI approach to link to the culture change programme
Recognition and Reward

Inclusive reward and recognition linked to training and development
Impactful and effective appraisal processes

Team Effectiveness

Giving link managers appropriate tools to support them in team engagement
Pulse survey to measure impact of interventions

Resourcing and Workload Management

Strategic Workforce and Succession Planning

Workforce Productivity tools aligned to Model Health System

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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Specific WDES Initiatives:

Continue with ESR Data campaign encouraging staff to declare their disability
status, focusing on psychological safety and visibility of role models.

Promotion the Disability and Long-Term Conditions Network (DLTC).

Use staff survey, listening events, and engagement tools to gather and
respond to feedback from disabled colleagues.

Promote a culture of self-care, lunch breaks, and psychological safety as part
of our culture programme of work.

Increase visibility of disabled staff in senior roles through internal
communications, showcasing positive case studies.

Roll out education on microaggressions, civility, and inclusive behaviours as
part of our culture programme and staff survey action plan including real-life
examples of hidden disabilities.

Continue to invest in digital equipment and estates adjustments to prevent
escalation to capability.

Refresh and update Reasonable Adjustment process, accessing equipment
based on OH recommendations and Access to Work refresh. Within this
programme, an update on the Health & Wellbeing Passport, Educate
colleagues on reasonable adjustments.

Standardise the reasonable adjustment process in partnership with HR.

Create educational resources for managers: what is a reasonable adjustment,
and how can we support it compassionately?

Support for staff with disabilities

Existing support on offer across the organisation and those initiatives in train include:

We are a Level 2 "Disability Confident" o ope
employer. The Disability Confident scheme m dlsablllt

encourages employers to think differently about 06 confident
disability and take action to improve how they = EMPLOYER e
recruit, retain, and develop disabled employees. It's

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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a voluntary initiative that helps employers make the most of the unique skills
and talents that disabled people can bring to the workplace. Employers, such
as Sirona, who sign up to the scheme commit to creating an inclusive
environment and supporting disabled individuals in their career journeys.

e We are signed up to the Positive about Disability (Two Ticks) scheme which
guarantees an interview to disabled applicants who meet the minimum criteria
and offers feedback.

¢ We have a health and wellbeing passport, which guides people on reasonable
adjustments that would help them to perform better at work.

¢ We also are required to make reasonable adjustments to enable people with
disabilities to gain employment/stay in employment and ensure they can
perform their roles.

e We offer Disability Leave, which provides employees living with a disability or
long-term health condition time off for disability related appointments. Further
information can be found in our Time Away from Work Policy.

e We support Access to Work requests. Access to Work is a government
scheme designed to support people with physical or mental health conditions
or disabilities to gain and stay in work. Further information can be found on
the Gov.uk website.

e We seek advice from and are guided by our occupational health service if
support is needed. We have our Disabilities and Long-Term Conditions staff
Network.

e We have wellbeing conversations, with guidance and templates.

e We have resources to support physical health and mental health.

e We have an Equality and Diversity Policy which sets out Sirona’s commitment
to equality, diversity, and inclusion.

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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Disabled Staff

Disabled staff refers to those staff who have recorded a
disability in Electronic Staff Record (ESR).

Non-disabled staff

Non-Disabled staff may include staff who are disabled but
have not recorded it.

Unknown

“Unknown” disability status (i.e., staff who have either
indicated that they ‘Prefer not to say’ or have not responded
to the disability monitoring question in ESR)

Clusters

The WDES standard requires organisations to ‘group’ staff
into ‘clusters.’

* Cluster 1: AfC Band 1, 2, 3 and 4

* Cluster 2: AfC Band 5, 6 and 7

* Cluster 3: AfC Band 8a and 8b

* Cluster 4: AfC Band 8c, 8d, 9 and VSM (including
Executive Board members)

Get in touch:

We would really value your feedback and suggestions for improvements on this
WDES report and/ or ways to make the organisation a more equal and inclusive

place to work.

If you would like to get in touch, please contact the Equality Diversity & Inclusion
Team at: sirona.edi@nhs.net

Sirona care & health Workforce Disability Equality Standard (WDES) 2024-2025
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