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WRES data
LPT has seen an improvement across all four indicators since 2020 and is performing significantly better than 

the national average across all of these. However, some of the results are slightly less positive than the pre 

2020 results. The most significant improvements are seen in indicators six and seven (Percentage of staff 

experiencing harassment, bullying or abuse from staff in last 12 months and Percentage of staff believing that 

the organisation provides equal opportunities for career progression or promotion).

Percentage of staff experiencing 

harassment, bullying or abuse from patients 

/ service users, relatives or the public in last 

12 months

2020 2021

White: LPT 22.30% 21.80%

BAME: LPT 24.40% 24.30%

White: National 25.40% 26.20%

BAME: National 32.10% 31.80%

Percentage of staff experiencing 

harassment, bullying or abuse from staff in 

last 12 months

2020 2021

White: LPT 19.80% 18.80%

BAME: LPT 24.80% 20.90%

White: National 19.60% 18.10%

BAME: National 25% 22.90%

Percentage of staff believing that the 

organisation provides equal opportunities 

for career progression or promotion

2020 2021

White: LPT 65.20% 67.10%

BAME: LPT 48.20% 52.80%

White: National 60.90% 61%

BAME: National 45.50% 46.80%

Percentage of staff experiencing 

discrimination at work from manager / team 

leader or other colleagues in last 12 months

2020 2021

White: LPT 5.90% 6.40%

BAME: LPT 14.50% 13.50%

White: National 5.60% 6%

BAME: National 15.10% 14.40%



WDES data
Out of the eight indicators LPT have seen improvements in seven of these since 2020. Three of the eight 

indicators are performing above the national average. There has been a marked improvement in staff reporting 

that they have equal opportunities for career progression and development. 

Percentage of staff experiencing 

harassment, bullying or abuse from 

patients / service users, relatives or the 

public in last 12 months

2020 2021

With Long-Term Condition: LPT 30.70% 26.30%

Without LTC: LPT 20.20% 21.40%

With Long-Term Condition: National 31.80% 32.20%

Without LTC: National 24.70% 24.70%

Percentage of staff experiencing 

harassment, bullying or abuse from 

managers in last 12 months

2020 2021

With Long-Term Condition: LPT 17.70% 16.20%

Without LTC: LPT 8.90% 7.20%

With Long-Term Condition: National 15.20% 13.40%

Without LTC: National 8.50% 7.10%

Percentage of staff who believe that their 

organisation provides equal opportunities 

for career progression or promotion

2020 2021

With Long-Term Condition: LPT 54.60% 59%

Without LTC: LPT 64.10% 65.70%

With Long-Term Condition: National 54.30% 54.40%

Without LTC: National 60% 60.20%

Percentage of staff with a long lasting 

health condition or illness saying their 

employer has made adequate 

adjustment(s) to enable them to carry out 

their work

2020 2021

With Long-Term Condition: LPT 79.40% 79.90%

With Long-Term Condition: National 81.40% 78.80%



Key themes for improvement
Level Areas where staff feedback needs improvement Contributors

1. Trust-wide

Concerns and actions to 

address issues affecting 

the majority of 

colleagues regardless of 

role or area of Trust

• Care of patients / service users is my organisation's top priority, or that the 

Trust acts on patient/service user concerns

• Work pressures: staff feel exhausted, burnt out and frustrated

• Staff recognition and feeling valued

• Not enough staff to do their job properly – recruitment

• Staff empowered to make improvements in their area of work

Exec team, HR, OD, 

FTSU, EDI, HWB team, 

Staffside, 

communications and 

engagement, safety 

teams, change 

champions, etc.

2. Specific staff groups

Concerns and actions to 

address issues affecting 

specific identifiable staff 

groups that may be 

spread across the Trust, 

such as those with 

protected 

characteristics.

• Those working in covid areas: more recognition, flexible working, and 

support for health and wellbeing

• BME staff still experience less equal opportunities compared to white peers 

and experience of discrimination from managers

EDI team, Staff Networks, 

health and wellbeing 

champions, change 

champions (with OD and 

engagement teams).

3. Local areas

Directorate specific -

services or teams 

identified for intensive 

support 

• Medical staff and DMH community, inpatient and MHSOP staff – focus 

as part of DMH leadership OD work

• Identify any lower  performing areas in FYPC.LD and CHS and link with 

high performing teams for peer to peer leadership support.

Directorate DMTs, 

service/team managers, 

OD team, staff 

engagement lead



Big 4 Trust-wide priorities

Reset and Rebuild

Reducing inequalities in staff experience 
and engagement

Reducing workforce capacity and demand 
gap

Support for targeted local plans for specific 
staff groups and directorates



Hygiene factors: What are the 

basics needed in order to do the job, 

safely and effectively? For example: 

Line Manager Support, Estate, 

Equipment, IT …

Pressures: For example: 

Recruitment gaps, 

appropriate workload, 

finance, connectivity…

Engagement: 

Sense of 

belonging and 

wellbeing

SUTG- creating high quality, 

compassionate care and wellbeing for all

Engagement

Patient, Service User 

Carer Involvement

Co-design with staff 

Reset and Rebuild

Workload 

Pressures/ 

Health and 

Wellbeing

New ways 

of  working

Estates 

provision

Service 

Stability & 

Recovery 

Transformation 

and Quality 

Improvement

Connectivity 

& Visibility  
(individual and team)

Universal 

offers

Targeted 

and 

specific 

offers

Universal and 

local 

engagement 

and connectivity



Reducing the inequalities in staff  
experience and engagement

Equality, 
leadership and 

culture

•Refresh culture 
change champions 
programme

•Continued 
embedding of 
leadership behaviours 
and FTSU

•EDI objectives:
1.Zero tolerance

2.Cultural competency, 

3.Reverse mentoring

4.Equality objectives in 
appraisals

People Promise 
exemplar 

participation

for further cultural 
diagnostic and 
review of 
interventions 

Health and 
wellbeing

focus on financial 
wellbeing and 
mental health



Reducing the workforce capacity 
and demand gap

Recruitment marketing

Trust recruitment events

Targeted marketing at 
HSWC/admin, Nursing, AHPs

International recruitment

Targeted demand and 
capacity work

Undertaken at 
directorate level with 
targeted service areas

Quality improvement and 
transformation

Supporting quality improvement, 
local autonomy and co-design 
with service users linked to 
Foundations 4 High Standards.

Group learning and sharing 
through positive communications



Support for targeted local plans for specific staff  
groups and directorates

Each directorate has developed a number of areas of focus specific to 
their services around engagement, health and wellbeing and service 
pressures. 

Specific targeted interventions can be supported by OD and staff 
engagement for low performing areas

Link with high performing teams for peer to peer leadership support

Specific staff group focus areas will be supported by Trust-wide and 
directorate level activity.



Staff  communications and 

engagement framework


