National Institute for Health and Care Excellence
Annual People Report

[bookmark: _Hlk42000771]The attached paper provides a summary of the workforce profile on 31 March 2021, together with an update on key and future developments
[bookmark: _Hlk42000778]The Board is asked to receive this report. 

Jennifer Howells
Director, Finance, Strategy and Transformation
Grace Marguerie
Associate Director of HR
Lisa Hooley
Senior OD, Learning and Talent Manager (Special Projects)

July 2021










[bookmark: _Hlk43291767]



Summary
[bookmark: _Hlk42000807]The annual people report includes a range of key human resource indicators that profile the NICE workforce. The workforce data is either a snapshot (as of 31 March 2021) or average for the financial year (1 April 2020 - 31 March 2021). 
This report is to give the Executive Team and the Board greater detail about the makeup of the workforce, how it has changed during 2020/21 and the key events that have affected it. This is set in the context of the unprecedented challenges faced during 2020/21. Below is a summary of the headline figures.
Workforce size
The average whole time equivalent (WTE) workforce in 2020/2021 was 672 (compared to 641 in 2019/20). The total headcount on 31 March 2021 was 730 (compared to 686 on 31 March 2020).  
Vacancy rates
The average vacancy rate increased in 2020/21. There was an average of 63 budgeted vacancies in year, compared to 32 in 2019/20 and 64 in 2018/19. 
Staff turnover 
Total turnover was 8.6%, which is lower than the previous year (9.7% in 2019/20). Voluntary turnover (staff resigning or retiring rather than being made redundant or leaving due to the end of their fixed-term contract) was also lower, at 7.15% (compared to 8.6% in 2019/20).  Staff turnover specifically relates to individuals leaving NICE.  While it does not include internal promotions or moves, the increase in the number of unique job advertisements (paragraph 32) infers we are actively backfilling the vacancies created by these internal changes.
Flexible working 
During the COVID pandemic, the carer’s leave policy was suspended, and our colleagues were offered increased flexibility options to work their hours differently, to enable a blended approach of working from home while looking after children.  
Equalities profile 
The overall profile of our workforce remained similar to the previous year:
The proportion of females remained the same at 71% as of 31 March 2021 (71% in 2020).
The proportion of staff aged under 40 is 51%, which is a slight reduction to last year (54% in 2019/20).
Overall, there has been an increase in the percentage of our black, Asian and minority ethnic colleagues at band 7 and above to 13.35% in 2020/21, compared with 11.4% in 2019/20. 
Sickness absence
Sickness absence has decreased to 1.8% (from 2.3% in 2020). 
Future Workforce Developments
Our key focus for 2021/22 is to build on our learnings from 2020/21 and implement new, creative, and flexible ways of working, aligned to our desired new operating model, to enable NICE to become an employer of choice and maximise our ability to recruit, retain and motivate our staff.  Additional objectives relate to workforce planning, recruitment, talent management, health and wellbeing, equality, diversity, and inclusion, and bringing our values and behaviours to life.  We will progress this activity alongside the implementation of the recommendations from the recent organisational design and development review.
Introduction 
2020/21 was an exceptional year, due to the significant challenges experienced because of the pandemic. Our workforce remained relatively stable during the year; however, as we see an upturn in the market, we may potentially experience an increase in turnover with employees seeking new opportunities or improved work-life balance.  13% of leavers cited work-life balance as a reason for leaving in 2020/21, compared to 5% in 2019/20 and external reports talk of a ‘mental health timebomb’ caused by the pandemic   
The annual workforce report provides a detailed account of NICE’s workforce. The report is presented in 4 sections:
Workforce profile – this provides information about the size, grade, and composition of the workforce 
Equality profile – this summarises the equality information for the employed workforce, applicants, and appointees.
Key workforce developments – this identifies the key internal and external factors that have affected the workforce in 2020/21.
Future workforce developments – this provides a high-level overview of planned activity for 2021/22.
Where available, comparisons will be drawn with information provided in the 2019/20 workforce report.
As the report is based on the period 1 April 2020 – 31 March 2021, the report reflects changes and activities resulting from the Covid-19 pandemic.
Workforce profile
Chart 1: Actual workforce compared to budget

Cost and size of the workforce
Chart 1 shows two different types of data. The columns show the total budgeted workforce size over the past nine years read against the left axis. The analysis of each column shows how this was made up of staff in post on the payroll, from agencies, contractors, and the remaining unfilled vacancies. The staff numbers are the average for the financial year rather than a point in time. The lines on the chart show two types of financial information read against the right axis, the total expenditure on pay in each year in £m and the average cost per whole time equivalent (WTE) in £000s.
There was an average of 63 budgeted vacancies in year (9% vacancy rate), which is higher than 2019/20 (32 budgeted vacancies, 5% vacancy rate). The increase in the average number of vacancies in 2020/21 was primarily due to phased recruitment activity, starting with senior level appointments, following organisational changes, including newly added posts across the CHTE and DIT directorates and the Transformation team.
The total cost of the workforce in 2020/21 was £43m (inclusive of employer on-costs). This is a 10% increase from 2019/20 where the costs for the workforce totalled £39m and this is due to the increase in the average headcount across the year.
There was an average 7 WTE agency or contractors in post in 2020/21, which is a reduction of 2 WTE from 2019/20. The expenditure on contractors and agency workers, however, increased by 13%, to £0.74m in 2020/21. The increase in spend primarily relates to the Finance Strategy and Transformation directorate and includes roles such as Chief of Staff, the Stratford move project manager and the interim strategy lead, as well as general agency cover to support the HR and Corporate Office teams. 
[bookmark: _Hlk74377587]As part of the Government’s initiative to increase the number of apprenticeships, a 0.5% levy on employer’s pay bills more than £3m was introduced in April 2017. The levy is managed through an online government portal and is collected through Pay as You Earn (PAYE). This levy can be drawn back down as funding to support the training and development of apprentices both newly recruited and existing staff. NICE paid £145,878 into the levy pot in 2020/21 based on our pay bill and we utilised £130,138 of this to fund apprenticeship training and development costs. 
Turnover
Employee turnover for 2020/21 is 8.60%, which is lower than 2019/20 (9.7%). When leavers for reasons of redundancy and the end of fixed term contracts are removed from the figures, the employee turnover is 7.15%, compared to 8.6% in 2019/20. There were 60 WTE leavers in 2020/21, which is a decrease from 68 WTE leavers in 2019/20.
[bookmark: _Hlk71815404]Chart 2: Percentage turnover in each band

Chart 2 shows how leavers were distributed as a percentage across the grades. The chart shows total turnover, which comprises all turnover, including fixed-term contracts and redundancies, as well as voluntary turnover where staff have resigned or retired. The trend line shows average total turnover.
There was high turnover in band 9 employees, in proportion to the total number of staff at this level, with 4 leavers, all of which were voluntary. This was an unusual occurrence at this band, with 2 of the 4 leavers leaving due to retirement. The high turnover at band 2 is due to one leaver out of two staff at this level and is the same as last year.  
Chart 3a: Voluntary turnover by directorate

Chart 3a shows the voluntary staff turnover in each directorate, with the trend line showing the overall turnover rate. Voluntary staff turnover does not include where fixed-term contracts come to an end as these are deemed as involuntary. FST had the highest level of voluntary staff turnover, with the majority citing the reasons as ‘other’ or career progression. No 2019/20 data is available for the Science, Evidence and Analytics (SEA) directorate as this was created during 2020/21.Please see the Organisational Changes’ section below for further details.
Chart 3b: Reasons for leaving by directorate 

Chart 3b above shows that voluntary resignation continues to be the most significant reason for leaving. Most of our fixed-term contracts were related to a limited-term project or a training contract (apprenticeship or graduate placement). 
Chart 4: leavers by length of service

Chart 4 shows that the proportion of leavers with 5 years or more service has increased to 32% from 23% in 2019/20. Voluntary Resignation – Promotion (external to NICE) is the most common reason for leaving for this group.
Chart 5: Length of service of staff

Chart 5 shows that 23% of staff have less than two years' service, 23% have 2-5 years of service, and the majority, 54%, have been with NICE for 5 years or more.  There has been no change since last year.
Chart 6: Exit interview Analysis – Reasons for Leaving

Chart 6 shows the reasons for leaving as expressed in completed exit interview documentation in 2019/20 and 2020/21. Respondents can select multiple reasons for leaving, as applicable. Career progression continues to be a common reason for leaving NICE, with 25% of leavers citing this reason (compared to 22% last year). We have also seen an increase in the number of leavers citing work-life balance as a reason for leaving (13% this year, compared to 5% last year).  
The analysis of exit interview data commenced in January 2021, with a review of all data received prior to this. The number of returned exit interviews remains low, 25% of leavers completed an exit interview despite several requests/reminders.  HR is currently developing a more robust system to generate an increased return rate, which will provide valuable trend data to inform our policies, processes, and practices.
Trends are analysed by the HR team and discussed with directorate leaders as appropriate.  This data will also form part of our quarterly directorate reports.
[bookmark: _Hlk71900869]Recruitment
In 2020/21 we replaced our existing Applicant Tracking System, Hirelab, with Trac, through the Midlands and Lancashire Commissioning Support Unit (MLCSU).
Together with MLCSU, we can now more effectively manage recruitment-related activities and support NICE’s recruitment needs.
The number of unique job advertisements in 2020/21 increased to 164, from 146 in 2019/20 and 152 in 2018/19. 
[bookmark: _Hlk41466642]The total number of applicants, both internal and external, for all roles, was 5,265 in 2020/21 (compared to 5,294 in 2019/20 and 6,643 in 2018/19). 12% of candidates were invited to interview, which is similar to 2019/20 and 2018/19 where 13.3% of candidates were invited to interview in both years. 
The average number of applicants per vacancy in 2020/21 was 32 (compared to 36 in 2019/20 and 43 in 2018/19). Whilst the true reasons for this decrease are not known, it is possible that this is partly due to potential candidates in stable jobs being less likely to be open to new opportunities, due to the uncertain economy.
Temporary staffing
On 31 March 2021, a total of 2 staff were employed on the temporary staff bank. This has remained the same compared to last year. The level of appointments fluctuates throughout the year, and bank posts are typically used as short-term backfill for vacant posts. NICE is committed to treating bank workers fairly and only utilises the bank as intended for ad hoc assignments. Where it is considered more appropriate, roles are converted to formal fixed term contracts. Bank staff are employed on non-exclusive zero hours contracts. There is currently work in progress to increase the resource available within, and use of, our Bank.
In addition to bank staff, we employed an average of 7 contractors and agency staff in 2020/21, which is a reduction of 2 WTE from 2019/20.  
Grade Profile
Chart 7: Grade Profile

Chart 7 above shows the grade profile on 31st March in 2019, 2020 and 2021 by percentage of the total workforce. The consultant category includes medically qualified senior managers, and other advisors and managers employed on medical terms and conditions. We have recently analysed this data at a more granular level and have identified that we are experiencing grade drift in certain types of roles.  One notable area is technical roles, where there is a tendency for hiring managers to want more higher-level technical advisors and in the last 3 years, the headcount of band 8b’s has seen the greatest increase, with an additional 13 posts, a 22% increase.  
Flexible working
To support with caring responsibilities whilst schools and nurseries were closed and following the temporary suspension of the carer’s leave policy, colleagues were encouraged to work in partnership with their line manager, to find creative, flexible, and workable solutions for the individual and the business. It was recognised and appreciated that colleagues would do what they could during this difficult and unprecedented time.  Detailed guidance and frequently asked questions were provided, and 8 HR surgeries held, which were open to all colleagues.
Equalities profile
This section provides a summary of the workforce profile by equality category, as of 31 March 2021. It includes some comparison to previous years to highlight notable changes and where possible, is compared with the latest available Office of National Statistics data. There is also a summary of the equality profiles of job applicants throughout the year and of those who were successful in obtaining a role. 
This information is held in the Electronic Staff Record (ESR) system. When candidates apply for a post through the NHS jobs online system, they are asked to complete an equalities questionnaire. This information is retained and, if the application is successful, transfers into the payroll data held by ESR. In the categories relating to disability, religious belief and sexuality, a large proportion of staff and applicants have chosen not to disclose this information; this is not uncharacteristic of many organisations in this type of data collection exercise.
Age
Chart 8: Age profile as a percentage of workforce 

Chart 8 shows the age profile on 31 March 2021. 51% of NICE’s workforce were aged 40 or under. This is similar to last year (54%). 
Gender
Chart 9: Gender mix by grade on 31 March 2021

[bookmark: _Hlk43276111]Chart 9 shows the proportion of males and females in each grade on 31 March 2021. Our data is captured by our ESR system, which currently only has two categories for gender (male and female). Along with many other organisations, we have asked for this to be addressed. 
The overall gender split has not changed significantly over time. The biggest percentage changes as of 31 March 2021 were in:
Band 5: the percentage of female staff increased from 76% to 86%. 
Band 9: the percentage of female staff increased from 69% to 79%.
Gender pay analysis
NICE produced a gender pay gap report in line with legislation as of 31 March 2020 and the findings are currently being updated on our website. Our mean gender pay gap is 9.26%, compared with the national average of 15.5%.  Our median gender pay gap is 1.87%. Chart 10, below, shows the distribution of gender across the pay quartiles.  There has been little movement from the position as of 31st March 2019, except for the upward trajectory of females in the first and third quartiles.
Chart 10: Distribution of gender across pay quartiles as of 31 March 2020

Disability
Staff are encouraged to declare any disabilities, which may include learning disabilities or difficulties, long-standing illness, mental health conditions, physical impairment, and sensory impairment. 43 (5.9%) staff declared a disability. This is an increase to the previous year (31 staff, or 4.5%). Reasonable adjustments are made for staff with disabilities. 
NICE currently holds Disability Confident “Employer” status, which demonstrates and ensures that disabled people and those with long term health conditions can fulfil their potential and realise their aspirations in the workplace. 
Religion and belief
Chart 11: Religion and belief

Chart 11 shows the religious faith or beliefs that staff disclosed compared with the latest Office of National Statistics working age population data. Our profile is similar to the previous year. The largest group was Christianity (35%) followed by Atheism (27%).  Atheism is included in None + Not Stated in the ONS data.
Sexual orientation
Chart 12: Sexual orientation

Chart 12 shows the sexual orientation data for the workforce compared with the latest Office of National Statistics working age population data. The combined non-disclosure and non-specified rate was lower in 2020/21 at 14% (16% in 2019/20). 
Ethnicity
Chart 13: Ethnicity profile

Chart 13 shows the ethnicity profiles of the overall workforce compared with the latest Census working age population data.
The Census data shows black, Asian and minority ethnicity in the working age population as 14.9%, which is identical to that at NICE.
Chart 14: Distribution of Black, Asian and Minority staff across grades

Chart 14 shows the distribution of black, Asian and minority ethnic staff across the pay bands on 31 March 2021. 
[bookmark: _Hlk72313510]The percentage of black, Asian and minority ethnic staff at Band 7 and above has increased to 13.35% in 2020/21 from 11.37% in 2019/20. The number of disclosed black, Asian and minority ethnic staff in these bands has also increased to 75 in 2020/21 from 59 in 2019/20; however, there continues to be under-representation in the more senior levels.
[bookmark: _Hlk71900923]Job applications from a diverse range of candidates continue to be encouraged. We broadened our recruitment marketing efforts utilising paid, promotional advertisements on social media, specialist websites and journals for our hard-to-fill vacancies. We also invested in a LinkedIn licence to allow us to proactively source candidates of interest.
We are committed to continuing to promote opportunities to potential candidates and existing staff, by building networks with other public sector bodies and promoting development opportunities, some of which are of particular benefit or interest to staff from underrepresented groups.
Since 2019, NICE has participated in the NHS Workforce Race Equality Standard (WRES); in 2020, we also participated in the NHS Workforce Disability Standard (WDES) for the first time. We are using the data from both standards to ensure our black, Asian and minority ethnic and disabled staff have equal access to career opportunities and receive fair treatment in the workplace. Our 2019-20 WRES and WDES data was included in the NICE Annual Equality Report 2019-2020 and has helped to shape both our organisational workforce Equality Objectives 2020-24, and our Annual EDI Action Plan. We are now awaiting a publication date for both the WRES and WDES national reports, which in both cases delayed due to the Covid-19 pandemic.
Employment applicants and appointees
Data on employment applicants and appointees is gathered via the equality profile of individuals when they complete their application, which is automatically transferred to the ESR system when applicants are appointed. Staff now have access to update their diversity data, along with other personal information and emergency contacts, via ESR.  A key priority within our year one equality, diversity and inclusion action plan is to encourage staff to disclose and update their equalities data on the system, which will provide us with a richer profile of our workforce.
There was a total of 5265 applications for 164 advertised roles in 2020/21. Some of these advertisements were for multiple posts. 12% of applicants were invited to interview.
Charts 15-19 below show the relationship between the profiles of the total applicants, NICE staff and successful applicants in year for a range of equalities areas, including race, gender, and religious belief. Our current reporting system includes all candidates in the reports, including applicants who do not have the right to live and work in the UK. 
Gender – This year we appointed 65 men (31% of filled vacancies) and 146 women (69% of filled vacancies), compared to 2019/20 when we hired 41 men (28% of filled vacancies) and 105 women (71% of filled vacancies).
Disability – In 2020/21, 267 applicants (5% of total applicants) disclosed having a disability, and of those, we appointed 14 (6.6% of those appointed). In 2019/20, 5.7% of total applicants disclosed having a disability, and 6.85% of those appointed declared a disability. 
Ethnicity - In 2020/21:
52% of all applicants and 77% of appointed candidates were white, compared to 51% and 85% respectively in 2019/20.
13.5% of all applicants and 2% of appointed candidates were black or black British, compared to 15% and 3% respectively in 2019/20.
22% of all applicants and 11% of appointed candidates were from an Asian or Asian British background, compared to 23% and 5% respectively in 2019/20.
4% of all applicants and 3.8% of appointed candidates did not disclose this information.  In 2019/20, the figures were 4% and 1% respectively.
Sexual orientation – 4.4% of all applicants and 5.7% of appointed candidates disclosed they were gay or lesbian, compared to 3.6% and 3.2% respectively in 2019/20. 2.6% of all applicants and 4.3% of appointed candidates disclosed they were bisexual.  In 2019/20, the figures were 2.3% and 5.5% respectively. 
No data on age could be extracted from the HireLab recruitment system; however, this data will be available from Trac for the next annual people report.
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Key Workforce Developments
[bookmark: _Organisational_change][bookmark: _Hlk40080938]Organisational change 
In April 2020, Professor Gillian Leng replaced NICE’s first Chief Executive, Sir Andrew Dillon, along with the departure of the Programme Director for system engagement, this created a gap in the senior leadership in the HSC Directorate.  Interim changes were introduced, resulting in some realignment of teams. From 1 September 2020, the Business Planning and Resources Directorate changed its name to Finance, Strategy and Transformation. There has been 1 significant restructure of teams this year, with the creation of the Digital, Information and Technology (DIT) Directorate, which came into effect on 1st September 2020. This resulted in 1 post being made redundant in March 2021. 
A new team was created within the Centre for Guidelines directorate, bringing resources together to produce easily accessible guidance that helps people make the right decisions during the Covid-19 pandemic. From 1st November 2020, the Editorial and Publishing and Medicines and Prescribing Teams moved to the Centre for Guidelines Directorate. 
Job evaluation
Job evaluation determines the value of a job in relation to other jobs in an organisation, to establish a rational pay structure. It is a key part of the pay system that covers NHS staff on the 2018 terms and conditions of service (Agenda for Change). 
A total of 107 job evaluations were carried out in 2020/21, compared to 72 in 2019/20. These comprised of 65 new posts, 38 updated job descriptions and 4 regrade requests.
The increase in evaluations primarily relates to new roles created as part of the formation of the new DIT and SEA directorates, and the growth in transformation-related activity.
Employee relations activity
Table 1 provides data relating to the formal employee relations activities in 2020/21. The table does not include informal activity, including early interventions and preventative conversations with staff and line managers. The HR team have informally managed 67 out of 81 total employee relations cases over the last year.
There were 14 formal employee relations cases, including failed probationary periods, contract issues, grievances, and 1 disciplinary case.  This has increased slightly from 12 in 2019/20. We note a small increase in the number of formal grievances towards the end of the reporting year, this is within normal variation and no obvious trends are apparent, but we are monitoring closely. We have now started to record the time taken to manage employee relations cases and this will be provided in the next reporting period.  An Employment Tribunal Claim was submitted in November 2020, however, the preliminary hearing scheduled in April 2021 was postponed by the Court.  
Table 1: Employee relations case work figures
	Case type
	Number

	Disciplinary
	1

	Grievance (including bullying and harassment)
	5

	Employment tribunals
	1

	Performance management (including probation)
	3

	Sickness absence
	4




Health and wellbeing
NICE recognises the importance of supporting and promoting the health and wellbeing of all our employees.
The health and wellbeing strategy group continue to meet on a regular basis and are responsible for developing, implementing, and evaluating an employee health and wellbeing action plan.  
Our flagship event, Healthy Work Week, was held in January 2021, and was positively received. 70% felt the delivery of the sessions was excellent, 82% felt their knowledge and confidence had improved after they had attended a session and 78% felt they gained what they had hoped from the session. 
The Mental Health First Aid network continues to run successfully and is regularly promoted via the health and wellbeing support plan for staff.
The health and wellbeing pages on NICE Space had an average of 199 page views per month in the 2020/21 financial year. This is a big increase on the 2019-20 financial year, where they had an average of 130 page views per month. This increase in visitors is likely due to the ongoing pandemic, as staff and managers continued to use the materials designed to support them during COVID-19 and the move to homeworking. 
We have also been active participants of a health and wellbeing special interest group, which brings together DHSC arms-length bodies to share ideas and resources. This has been useful throughout the Covid-19 pandemic and has been an efficient way to share relevant resources to provide staff with a range of support through these unprecedented times.
Sickness absence
The annual report and accounts give a figure of 1.8% for the sickness rate during the 2020 calendar year compared to a rate of 2.3% for the previous year. The DHSC requires sickness absence rates to be calculated based on a 365-day year rather than actual days available for work. A 1.8% rate equates to an average of 4.7 days per WTE. The data is obtained from the ESR system, and its accuracy relies on accurate inputting of sickness in line with the sickness absence policy, and the completion of return-to-work discussions between managers and staff. 
Chart 20: Sickness reasons at NICE compared to ONS data

Chart 20 compares NICE’s sickness absence data against data from the ONS. Minor illnesses counted for the highest number of absence occurrences, although there has been a decrease of 12.4% from 2019/20, followed by headaches and migraines. There has been an increase in the percentage of absences related to stress, depression, anxiety, or psychiatric illness (from 8.8% last year to 16% this year). 
Table 2 shows that long term sickness accounted for almost two thirds of all sickness absence in 2020/21, and the long-term and short-term sickness percentage splits are similar to last year.
Table 2: Split of long and short-term sickness, based on WTE days lost
	[bookmark: _Hlk40081268]Type of sickness
	Sickness absence 2019/20
	Sickness absence 2020/21

	Long term sickness
	61.5%
	62.92%

	Short term sickness
	38.5%
	37.08%



In 2020/21, a total of 52 referrals were made to our occupational health service. This is an increase from 2019/20 (44) but is similar to 2018/19 (54). 
In 2020/21, we had a total of 77 mental health first aiders across all directorates as part of our ongoing commitment to support our staff with their mental wellbeing.  St John Ambulance recommends that an organisation has as many first aiders for mental health as they do for physical health.  We currently have 18 physical first aiders, which is aligned with HSE recommendations, with a few more due to undertake refresher training shortly. 
Chart 21: Number of mental health first aiders across bands
 
Chart 21 shows the percentage of staff at NICE who are mental health first aiders across each band.  We have designed the scheme to have a broad representation of mental health first aiders across the organisation, so that all staff are likely to know a MHFA that they would feel comfortable talking to.  However, capacity challenges are making it difficult for some of our MHFAs to commit sufficient time to mental health related activities, including running mental wellbeing check-in sessions, and we are therefore conducting a review.
We have previously offered the options of flu vouchers, or of having an on-site flu vaccination; however, due to Covid, the latter was unavailable this time.  149 vouchers were issued compared to a combined voucher and on-site vaccination total of 308 in 2019/20.  As colleagues were working from home during 2020/21, many may have chosen to attend their GP practice for their flu vaccinations. 
Performance and talent management and succession planning
Our new employee-led appraisal process, ‘My Contribution’ was launched at the start of 2020/21 in readiness for the annual appraisal cycle. A series of staff engagement workshops were held, and colleagues’ contributions helped to inform the design of the paperwork, supporting guidance and training.
To build on these performance management and career conversations, a new framework for talent management and succession planning for our executive team and their direct reports has been developed.  The 9-box grid tool, which is aligned to NICE’s values and behaviours, has been introduced for use during the current appraisal season, supported through communications and one-to-one briefings.   We also arranged training and development for our senior leadership cohort on providing meaningful feedback, to support appraisal and career discussions. 
Learning and development
 A broad range of learning and development was provided during 2020/21, through a blend of external training, apprenticeships for new recruits and existing colleagues; and internal training, engagement sessions and listening events.  Training-related metrics are captured for these as outlined in this report.
 In addition, staff access significant, additional learning and development that is co-ordinated at a local level. This includes continuous professional development and informal learning hours, such as mentoring, webinars and job shadowing. 
During 2020/21 the total spent on external training activities was £122k. This figure excludes travel, subsistence, and staff time. It also excludes training costs that are met through the apprenticeship levy. 143 external training applications were approved in 2020/21, compared to 204 in 2019/20.
[bookmark: _Hlk11081940] The decrease in the number of approved training applications is partly due to the increase in group applications submitted throughout the year. The training panels were able to identify development areas for multiple staff, which proved a more cost-effective way to maximise the training budget. Group sessions included facilitation skills, accessibility training and change management. The DIT directorate also reinvested a large proportion of their training budget on licences for the online training platform Udemy. 
 49% of the available training budget was used throughout 2020/21, compared to 92% in the previous year. Some of our usual higher cost external courses around technical analytical skills (analysis, health economics, statistics, critical evaluation, and appraisal) were cancelled or postponed. Another contributing factor to the underspend was the cancellation of international conferences, including the Guidelines International Network (GIN) and Health Technology Assessment International (HTAI). 
 External training throughout 2020/21 encompassed a wide range of topics, including some technical analytical skills activity, virtual facilitation, chairing skills, change management, project management, Adobe, and InDesign. 
 The HR team has been involved in several special interest groups with other DHSC arms-length bodies, including Talent Management and Leadership and HR Professional Development, which has enabled us to share resources and ideas.
 HR continued to provide a range of internal training, engagement sessions and listening events. A total of 282 staff booked onto internal events in the following areas:
Allyship workshops - introducing the concept of allyship and how staff can take action to support underrepresented groups and be a more effective ally in the workplace.
Assertiveness workshops
Equality, diversity, and inclusion listening events 
Foundations line management programme
Manager support circles
Recruitment process training
Values and behaviours workshops
An additional 5 team development sessions took place using Myers Briggs Type Indicator (MBTI) and Affina Real Team Profile Plus (AFTP).  
 In 2020/21, a refresh of corporate induction took place with the delivery of a monthly virtual induction session for new starters. The session includes a welcome from the Executive Team and provides the opportunity for new starters to meet other new colleagues. Contributors to the corporate induction session include Finance, Human Resources, Transformation, Information Governance and Public Involvement.  
 We did not conduct a full staff survey in 2020/21, due to the pandemic and instead, focused on a series of timelier ‘pulse’ surveys.  However, our staff survey leads forum, made up of representatives from each directorate tasked with developing and cascading directorate-specific action plans, continued to meet, and review progress.  This forum is currently being refreshed in readiness for the headline results from this year’s annual survey.
 NICE supported staff members with funding towards the achievement of professional qualifications including HR, accountancy, health economics, genomic medicine, and project management. Where possible, the apprenticeship levy was used for professional qualifications, which provides a rich and practical learning experience whilst minimising the impact on the training budget.
[bookmark: _Hlk74381136] In 2020/21 £4.2k was spent on international conference attendance (ISPOR) compared to £37k in 2019/20. This figure excludes travel and subsistence. 14 staff attended the ISPOR virtual conference in November 2020. 
Apprentices
[bookmark: _Hlk72132449][bookmark: _Hlk41386902] NICE spent £130,138 of the actual levy cost of £145,878 to the organisation in 2020/21 and the unspent amount will be carried forward to next year.
 The apprenticeship scheme is continuing to grow and develop. NICE has a public sector apprenticeship target of 2.3% of the workforce, which roughly equates to 15 new apprenticeship starts each year. In 2020/21, 20 learners started a new apprenticeship with NICE. 
 During the height of the COVID-19 pandemic, the recruitment of ‘new to role’ apprentices through our Future Talent scheme for school and college leavers was paused whilst the workforce adjusted to working from home. This was due to concerns around the level of support that could be provided to young people joining the organisation and working in a completely virtual setting. Plans are underway to offer more apprenticeship opportunities to external candidates in 2021/22. 
 Of the new apprenticeships starts in 2020/21, 1 was recruited to NICE as a ‘new to role’ apprentice, 4 were progressions of existing apprentices to a higher-level qualification and 15 were permanent, existing members of staff using the apprenticeship route as a development opportunity.
 Of the new apprenticeship starts in 2020/21, 17 were based in our Manchester office, 2 in London and 1 was a permanent home worker. 
 Qualifications made available to staff through the apprenticeship levy in 2020/21 included business administration, finance, digital, procurement, and leadership and management. 
[bookmark: _Hlk74381575]In March 2020/21, NICE started a second cohort of 12 leadership and management apprentices in partnership with Aspire Development. The Aspire apprenticeship scheme aims to provide managers with the skills, knowledge, and strategies to make a positive difference to their and their team’s performance, working relationships and results. The apprenticeships also aim to lift participants out of day-to-day management and look strategically at their area of responsibility and the wider organisational priorities. 
We have actively participated in discussions about the future of apprenticeships with organisations such as Greater Manchester Public Sector Apprenticeship Network and we will continue to collaborate with groups like this.
Chart 22: Apprentices next steps 


In 2020/21 we had 9 successful completions of apprenticeship qualifications and 2 non-completions. Those that achieved their qualification included 1 permanent staff member who remained in post and 4 individuals who progressed to their second apprenticeship with NICE. 3 apprentices completed their qualification and gained fixed term roles within NICE and 1 learner on a fixed term contract completed their qualification and subsequently left NICE.  The 2 non-completions were both permanent members of staff who left NICE before finishing the qualification. 
Future Workforce Developments
Our future workforce developments have been informed by the findings from our annual people report, together with other information gathered throughout 2020/21.  This includes the regular all-staff pulse surveys, which replaced the annual staff survey in 2020/21, HR data from the quarterly directorate reports and the organisational design survey and diagnostics.
As we move towards our new operating model, we will need to adopt agile, flexible, hybrid and collaborative ways of working and integrate these into our contractual documentation and people policies, processes, and practices. We will be working in collaboration with the consultants who undertook the organisational design and development review, and in partnership with our Trades Union, to implement the recommendations, alongside our business-as-usual activity.  
In addition, we have commissioned an external review of the future world of work, to obtain recommendations and advice on how we might best harness technology, workspace planning and people management to find the right balance of homeworking and office-based activities that work for us.
To address the challenge with our high number of budgeted vacancies, there will be an increased emphasis on workforce planning in 2021/22.  We are recruiting a workforce planning business partner to work with directorates to ensure our workforce has the right skills in the right place to support the organisation’s vision for the future and to optimise the flexibility of the workforce.  A senior recruitment campaign manager is also being brought in, as we recognise that our managers require recruitment support, particularly around shortlisting activity for senior roles where high volumes of applications are received.
We also have a continuous need for technical roles and previously have tried to manage this through individual, external recruitment campaigns as vacancies arise.  It is recognised that a more proactive approach is required, and we are introducing a flexible and peripatetic resource pool of 10 trainee technical analysts.  They will undertake a comprehensive development programme, providing an internal talent pipeline.  The current recruitment of 6 graduates in CHTE and a renewed commitment to increasing the number of external apprentice hires will complement our ambition to growing our own.
A skills-mapping exercise will be conducted with our colleagues across the 4 pillars of NICE’s 5-year Strategy, to identify skills and capability gaps.  We acknowledge that there are 'known unknowns' and to comprehensively understand the skills that we need to be successful in the new areas of our Strategy, we will commission external expertise from visionary thinkers on the new world of work and the skills of the future appropriate to our organisation.
We will also review colleagues’ performance development plans following the annual appraisal cycle and with this information, we will enhance our current offer and implement a curriculum of learning and development.  This will also encompass the commissioning of a comprehensive leadership and management development programme, to equip our leaders to drive and support our people through organisational transformation.
Our current People Strategy was developed in 2018 and we have an interim Organisational Development plan, which is monitored regularly, with priority actions to develop our culture, workforce, structure, connections, and high-performance organisation.  In 2021/22, we will integrate this into the development of our refreshed, forward-looking, and ambitious transformational People Strategy.
Through the new integrated performance report, Board will receive regular updates on our progress against key people metrics and performance indicators.
Our Values have been integrated into our induction, appraisal and recognition approaches and we will continue, working closely with our Values Champion network, to embed these into all our people processes, including recruitment. We will also develop underpinning behavioural competencies.
We recently launched our first phase of our new talent management approach and from this, we will develop succession plans, identify further development opportunities for our existing talent and attract new talent to the organisation.  This will include the roll out of 360 feedback tools.  We will implement our second phase ahead of the 2022/23 appraisal season and ensure our process is fully aligned to our equality, diversity, and inclusion strategy.  
To provide a clear roadmap for delivery of our organisational workforce equality objectives, we will develop a new four-year Equality, Diversity, and Inclusion (EDI) Strategy. This will be aligned to NICE’s new 5 Year Strategy and broader workforce/transformation objectives, as well as to our values.  The statistics within this report highlight that we have much more to do on the EDI agenda and working closely with our staff networks, we will implement our EDI 2021/22 Action Plan, which is focused on recruitment, development, and colleague data.
We will develop a Health and Wellbeing strategy, working with our health and wellbeing and health and safety groups and incorporating feedback from the organisational design and annual staff surveys. 
A new recruitment system has been implemented and a recruitment provider procured to assist with all recruitment administration.  Following the streamlining of processes, the focus is now on developing recruitment training, standardising advertising, developing NICE’s profile on social media recruitment, and supporting our line managers to plan and recruit better in 2021/2022.
A priority for 2021/22 and beyond is to work with the organisation to develop a “new normal” as we embrace the opportunities presented by changes due to Covid 19, such as homeworking and technology, which will undoubtedly bring benefits, including increased flexibility, cross-team working, collaboration and the reduction of silos.
We are already adapting our policies and processes to facilitate operating in an increasingly virtual world, including induction. Increased flexibility will enable us to attract and recruit talent nationwide, rather than being limited to those living in, or prepared to relocate to, Manchester or London. We will continue to work with the Executive Team, senior leaders, and Unison to change our ways of working and use our office space in new ways.
Conclusion
The Board is asked to receive this report and note the workforce profile on 31st March 2021, the key developments during 2020/21 and planned/future activity.
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Reasons for Leaving by Directorate

Dismissal	CHTE	Comms	DIT	FST	H	&	SC	CfG	SEA	0	0	0	1	0	0	0	End of Fixed Term Contract	CHTE	Comms	DIT	FST	H	&	SC	CfG	SEA	3	0	0	6	0	1	1	Redundancy	CHTE	Comms	DIT	FST	H	&	SC	CfG	SEA	0	0	1	0	0	0	0	Retirement	CHTE	Comms	DIT	FST	H	&	SC	CfG	SEA	1	0	0	0	1	1	1	Voluntary Resignation	CHTE	Comms	DIT	FST	H	&	SC	CfG	SEA	13	2	1	13	6	12	2	



Five Years or More Service	2017/18	2018/19	2019/20	2020/21	0.45	0.36170212765957449	0.23080000000000001	0.31818181818181818	2 - 5 Years' Service	2017/18	2018/19	2019/20	2020/21	0.41	0.24468085106382978	0.29480000000000001	0.24242424242424243	Less Than 2 Years' Service	2017/18	2018/19	2019/20	2020/21	0.14000000000000001	0.39361702127659576	0.47439999999999999	0.43939393939393939	Year


Percentage




2019/20	Less than 2 years	2 - 5 years service	5 years or more service	0.23469387755102042	0.22886297376093295	0.53644314868804666	2020/21	Less than 2 years	2 - 5 years service	5 years or more service	0.23424657534246576	0.22602739726027396	0.53972602739726028	



Exit Interview Analysis - Reasons for Leaving

2019-20%	Career progression	Change of career	End of fixed term contract	Entering full-time education	Family / Personal Issues	Higher salary	Low morale	Other	Relocating	Retirement	Unhappy with current job	Work-life balance	Workplace relations	0.21556886227544911	3.5928143712574849E-2	8.3832335329341312E-2	1.7964071856287425E-2	6.5868263473053898E-2	6.5868263473053898E-2	8.3832335329341312E-2	3.5928143712574849E-2	8.3832335329341312E-2	0.1317365269461078	0.11377245508982035	4.790419161676647E-2	1.7964071856287425E-2	2020-21 %	Career progression	Change of career	End of fixed term contract	Entering full-time education	Family / Personal Issues	Higher salary	Low morale	Other	Relocating	Retirement	Unhappy with current job	Work-life balance	Workplace relations	0.25	3.4090909090909088E-2	3.4090909090909088E-2	2.2727272727272728E-2	6.8181818181818177E-2	0.125	9.0909090909090912E-2	4.5454545454545456E-2	0	3.4090909090909088E-2	0.11363636363636363	0.125	5.6818181818181816E-2	Reason for Leaving


Percentage




Grade Profile

2019	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	VSM	9.0361445783132526E-3	1.355421686746988E-2	6.1746987951807226E-2	7.2289156626506021E-2	8.2831325301204822E-2	0.29819277108433734	0.20481927710843373	0.12048192771084337	3.9156626506024098E-2	5.1204819277108432E-2	2.2590361445783132E-2	1.5060240963855422E-2	9.0361445783132526E-3	2020	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	VSM	1.020408163265306E-2	1.3119533527696793E-2	6.5597667638483959E-2	7.1428571428571425E-2	8.0174927113702624E-2	0.30466472303206998	0.19970845481049562	0.12536443148688048	2.9154518950437316E-2	5.9766763848396499E-2	1.8950437317784258E-2	1.3119533527696793E-2	8.7463556851311956E-3	2021	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	VSM	4.10958904109589E-3	1.5068493150684932E-2	5.7534246575342465E-2	6.9863013698630141E-2	8.3561643835616442E-2	0.31369863013698629	0.19178082191780821	0.13424657534246576	3.6986301369863014E-2	5.3424657534246578E-2	1.9178082191780823E-2	1.2328767123287671E-2	8.21917808219178E-3	



Percentage of workforce in each band	<	=20 Years	21-25	26-30	31-35	36-40	41-45	46-50	51-55	56-60	61-65	66-70	4.10958904109589E-3	3.287671232876712E-2	0.11095890410958904	0.14520547945205478	0.22054794520547946	0.16575342465753426	0.12465753424657534	0.10136986301369863	7.260273972602739E-2	1.643835616438356E-2	5.4794520547945206E-3	Age Banding


Percentage



Female	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	VSM	Grand Total	1	0.63636363636363635	0.76190476190476186	0.86274509803921573	0.78688524590163933	0.71615720524017468	0.7142857142857143	0.65306122448979587	0.59259259259259256	0.61538461538461542	0.7857142857142857	0.44444444444444442	0.66666666666666663	0.71643835616438356	Male	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	VSM	Grand Total	0	0.36363636363636365	0.23809523809523808	0.13725490196078433	0.21311475409836064	0.28384279475982532	0.2857142857142857	0.34693877551020408	0.40740740740740738	0.38461538461538464	0.21428571428571427	0.55555555555555558	0.33333333333333331	0.29041095890410956	Overall Gender Split	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	VSM	Grand Total	0.71643835616438356	0.71643835616438356	0.71643835616438356	0.71643835616438356	0.71643835616438356	0.71643835616438356	0.71643835616438356	0.71643835616438356	0.71643835616438356	0.71643835616438356	0.71643835616438356	0.71643835616438356	0.71643835616438356	Pay Band


Percentage




Females %	Top quarter	Upper middle quarter	Lower middle quarter	Lower quarter	0.64	0.69	0.7	0.78	Males %	Top quarter	Upper middle quarter	Lower middle quarter	Lower quarter	0.36	0.31	0.3	0.22	Overall female %	Top quarter	Upper middle quarter	Lower middle quarter	Lower quarter	0.71369863013698631	0.71369863013698631	0.71369863013698631	0.71369863013698631	



Religion compared with latest ONS working age population

NICE	Christian	Buddhist	Hindu	Jewish	Muslim	Sikh	Other	None + Not Stated	0.34657534246575344	6.8493150684931503E-3	2.0547945205479451E-2	4.10958904109589E-3	3.1506849315068496E-2	5.4794520547945206E-3	0.10136986301369863	0.48356164383561645	ONS Data	Christian	Buddhist	Hindu	Jewish	Muslim	Sikh	Other	None + Not Stated	0.56585624064542039	5.0560362136312193E-3	1.7230679370642134E-2	5.3845873033256672E-3	5.6437776074179533E-2	7.027342751797905E-3	1.4638776329719272E-2	0.32836856131128389	Religion


Percemtage




Sexual Orientation compared with latest ONS working age population

NICE	Heterosexual or straight	Gay or lesbian	Bisexual	Other	Not Disclosed	0.80547945205479454	3.287671232876712E-2	2.0547945205479451E-2	2.7397260273972603E-3	0.13835616438356163	ONS Data	Heterosexual or straight	Gay or lesbian	Bisexual	Other	Not Disclosed	0.94634707501980164	1.3634820654018782E-2	8.6184136084185119E-3	5.9216233545807719E-3	2.5478067363180326E-2	



Ethnicity compared with latest Census Data

NICE	Asian	Black	Mixed	White	Other	7.2599999999999998E-2	2.8799999999999999E-2	3.2899999999999999E-2	0.8	1.5100000000000001E-2	ONS Data	Asian	Black	Mixed	White	Other	8.4000000000000005E-2	3.5999999999999997E-2	1.7999999999999999E-2	0.85099999999999998	1.0999999999999999E-2	Ethnicity Group


Percentage




Black, Asian 	&	 Minority	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	VSM	Grand Total	0.33333333333333331	0	0.2857142857142857	0.15686274509803921	0.19672131147540983	0.16157205240174671	0.1357142857142857	6.1224489795918366E-2	0.25925925925925924	0.12820512820512819	0	0.1111111111111111	0	0.14794520547945206	Not Stated	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	VSM	Grand Total	0.66666666666666663	0.45454545454545453	9.5238095238095233E-2	9.8039215686274508E-2	3.2786885245901641E-2	3.0567685589519649E-2	3.5714285714285712E-2	5.1020408163265307E-2	3.7037037037037035E-2	2.564102564102564E-2	0	0	0	5.0684931506849315E-2	White	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	VSM	Grand Total	0	0.54545454545454541	0.61904761904761907	0.74509803921568629	0.77049180327868849	0.80786026200873362	0.82857142857142863	0.88775510204081631	0.70370370370370372	0.84615384615384615	1	0.88888888888888884	1	0.80136986301369861	



Yes	Applications	Invited to Interview	Appointed	Nice Staff	5.071225071225071E-2	7.0697376839411394E-2	6.6350710900473939E-2	5.8904109589041097E-2	No	Applications	Invited to Interview	Appointed	Nice Staff	0.94301994301994307	0.90051183621241193	0.89099526066350709	0.87534246575342467	Not Disclosed	Applications	Invited to Interview	Appointed	Nice Staff	6.2678062678062675E-3	2.8790786948176581E-2	4.2654028436018961E-2	7.2099999999999997E-2	



Male	Applications	Invited to Interview	Appointed	Nice Staff	0.46495726495726497	0.4496	0.30805687203791471	0.28630136986301369	Female	Applications	Invited to Interview	Appointed	Nice Staff	0.52820512820512822	0.54239999999999999	0.69194312796208535	0.71369863013698631	Prefer Not To Say	Applications	Invited to Interview	Appointed	Nice Staff	6.8376068376068376E-3	8.0000000000000002E-3	0	0	



White	Applications	Invited to Interview	Appointed	Nice Staff	0.5236467236467236	0.6784	0.76777251184834128	0.8	Mixed	Applications	Invited to Interview	Appointed	Nice Staff	3.8936372269705602E-2	3.2000000000000001E-2	4.2654028436018961E-2	3.287671232876712E-2	Asian/Asian British	Applications	Invited to Interview	Appointed	Nice Staff	0.22431149097815764	0.15040000000000001	0.11374407582938388	7.260273972602739E-2	Black/Black British	Applications	Invited to Interview	Appointed	Nice Staff	0.13504273504273503	0.08	1.8957345971563982E-2	2.8767123287671233E-2	Other Ethnic Group	Applications	Invited to Interview	Appointed	Nice Staff	3.3238366571699908E-2	2.8799999999999999E-2	1.8957345971563982E-2	1.5068493150684932E-2	Not Disclosed	Applications	Invited to Interview	Appointed	Nice Staff	4.482431149097816E-2	3.04E-2	3.7914691943127965E-2	5.0684931506849315E-2	



Heterosexual or Straight	Applications	Invited to Interview	Appointed	Nice Staff	0.86077872744539408	0.85919999999999996	0.80568720379146919	0.80547945205479454	Gay or Lesbian	Applications	Invited to Interview	Appointed	Nice Staff	4.4444444444444446E-2	5.4399999999999997E-2	5.6872037914691941E-2	3.287671232876712E-2	Bisexual	Applications	Invited to Interview	Appointed	Nice Staff	2.621082621082621E-2	2.0799999999999999E-2	4.2654028436018961E-2	2.0547945205479451E-2	Other sexual orientation not listed	Applications	Invited to Interview	Appointed	Nice Staff	3.9886039886039889E-3	1.6000000000000001E-3	2.3696682464454975E-2	2.7397260273972603E-3	Undecided	Applications	Invited to Interview	Appointed	Nice Staff	5.887939221272555E-3	4.7999999999999996E-3	4.7393364928909956E-3	0	Prefer Not To Say	Applications	Invited to Interview	Appointed	Nice Staff	5.8689458689458691E-2	5.9200000000000003E-2	6.6350710900473939E-2	0.13835616438356163	



Buddhism	Applications	Invited to Interview	Appointed	Nice Staff	9.1168091168091162E-3	8.0000000000000002E-3	0	6.8493150684931503E-3	Atheism	Applications	Invited to Interview	Appointed	Nice Staff	0.2056980056980057	0.29759999999999998	0.35071090047393366	0.27397260273972601	Christianity	Applications	Invited to Interview	Appointed	Nice Staff	0.37511870845204176	0.32319999999999999	0.27962085308056872	0.34657534246575344	Hinduism	Applications	Invited to Interview	Appointed	Nice Staff	5.5270655270655271E-2	3.5200000000000002E-2	9.4786729857819912E-3	2.0547945205479451E-2	I do not wish to disclose my religion/belief	Applications	Invited to Interview	Appointed	Nice Staff	0.10864197530864197	0.13120000000000001	0.15639810426540285	0.20684931506849316	Islam	Applications	Invited to Interview	Appointed	Nice Staff	0.13162393162393163	8.1600000000000006E-2	4.2654028436018961E-2	3.1506849315068496E-2	Jainism	Applications	Invited to Interview	Appointed	Nice Staff	9.4966761633428305E-4	1.6000000000000001E-3	4.7393364928909956E-3	2.7397260273972603E-3	Judaism	Applications	Invited to Interview	Appointed	Nice Staff	4.3684710351377014E-3	6.4000000000000003E-3	1.8957345971563982E-2	4.10958904109589E-3	Prefer Not To Say/Other	Applications	Invited to Interview	Appointed	Nice Staff	9.9905033238366567E-2	0.104	0.12796208530805686	0.10136986301369863	Sikhism	Applications	Invited to Interview	Appointed	Nice Staff	9.3067426400759729E-3	1.12E-2	9.4786729857819912E-3	5.4794520547945206E-3	



Percentage of Sickness Absences in 2019/20 - NICE Staff	Minor illnesses	Musculoskeletal problems	Other	Mental health conditions	Gastrointestinal problems	Respiratory conditions	Eye/ear/nose/mouth/dental problems	Genito-urinary problems	Heart, blood pressure, circulation problems	Headaches and migraines	0.33029612756264237	5.0113895216400917E-2	0.10364464692482915	8.769931662870159E-2	0.19020501138952164	3.5307517084282466E-2	6.3781321184510256E-2	3.1890660592255128E-2	3.4168564920273349E-3	0.10364464692482915	Percentage of Sickness Absences in 2020-21 - NICE Staff	Minor illnesses	Musculoskeletal problems	Other	Mental health conditions	Gastrointestinal problems	Respiratory conditions	Eye/ear/nose/mouth/dental problems	Genito-urinary problems	Heart, blood pressure, circulation problems	Headaches and migraines	0.20654396728016361	4.4989775051124746E-2	0.13496932515337423	0.15950920245398773	0.12883435582822086	4.7034764826175871E-2	4.7034764826175871E-2	3.2719836400817999E-2	6.1349693251533744E-3	0.17995910020449898	Percentage of Sickness Absences in 2020 - ONS Data	Minor illnesses	Musculoskeletal problems	Other	Mental health conditions	Gastrointestinal problems	Respiratory conditions	Eye/ear/nose/mouth/dental problems	Genito-urinary problems	Heart, blood pressure, circulation problems	Headaches and migraines	0.2200674536256324	0.17537942664418213	0.19814502529510963	0.13406408094435077	5.3962900505902196E-2	5.3119730185497468E-2	2.866779089376054E-2	1.7706576728499158E-2	2.9510961214165264E-2	2.9510961214165264E-2	



Mental health first aider	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8a	Band 8b	Band 8c	Band 8d	Band 9	Consultant	VSM Grade	3	9	5	28	18	8	4	1	1	


2020/21 Apprenticeship next steps

Completed- existing staff 	Completed- secured another role within NICE	Completed-left NICE 	Completed- progressed to second apprenticeship with NICE	No completion- left NICE	1	3	1	4	2	

Staff on Payroll	2012/13	2013/14	2014/15	2015/16	2016/17	2017/18	2018/19	2019/20	2020/21	466	513	563	587	595	593	606	632	665	Agency / contractors 	2012/13	2013/14	2014/15	2015/16	2016/17	2017/18	2018/19	2019/20	2020/21	59	47	40	30	22	20	12	9	7	Vacant posts 	2012/13	2013/14	2014/15	2015/16	2016/17	2017/18	2018/19	2019/20	2020/21	39	43	36	34.309999999999945	57.889999999999986	37.970000000000027	63.740000000000009	32.250000000000114	62.699999999999932	Gross total pay cost £m	2012/13	2013/14	2014/15	2015/16	2016/17	2017/18	2018/19	2019/20	2020/21	30	32	34	34	35	33	35	39	42.978999999999999	Average cost per wte £000	2012/13	2013/14	2014/15	2015/16	2016/17	2017/18	2018/19	2019/20	2020/21	57.7	56.6	56.5	55.014620478512313	56.729335494327394	54.398042414355629	57.220064724919091	61.583463338533541	63.891369047619051	Whole Time Equivalent staff
Cost £m/£000
Percentage turnover in each band

Turnover 2019/20	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8 - Range A	Band 8 - Range B	Band 8 - Range C	Band 8 - Range D	Band 9	Consultant	VSM Grade	0.5	0.25862068965517243	0.18429936560300927	5.6925996204933584E-2	0.10241404535479152	9.1430306701230091E-2	5.2154900937275005E-2	6.8287128351876739E-2	0.17244986369687879	1.4678808686129235E-2	0.21126760563380284	0.22857142857142856	0.125	Turnover 2020/21	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8 - Range A	Band 8 - Range B	Band 8 - Range C	Band 8 - Range D	Band 9	Consultant	VSM Grade	0.5	0.27272727272727271	0.12094763092269326	9.6096096096096081E-2	3.403096818104475E-2	8.6150995831403426E-2	5.2627523501309906E-2	8.673653149717879E-2	6.0636677534527846E-2	9.735449735449736E-2	0.30911901081916537	0	0.16666666666666666	Average Turnover	Band 2	Band 3	Band 4	Band 5	Band 6	Band 7	Band 8 - Range A	Band 8 - Range B	Band 8 - Range C	Band 8 - Range D	Band 9	Consultant	VSM Grade	8.5952996829570999E-2	8.5952996829570999E-2	8.5952996829570999E-2	8.5952996829570999E-2	8.5952996829570999E-2	8.5952996829570999E-2	8.5952996829570999E-2	8.5952996829570999E-2	8.5952996829570999E-2	8.5952996829570999E-2	8.5952996829570999E-2	8.5952996829570999E-2	8.5952996829570999E-2	



Voluntary turnover by directorate

2019/20 Voluntary Turnover	CHTE	Comms	DIT	FST	H	&	SC	CfG	SEA	9.6774193548387094E-2	0.15	5.1020408163265307E-2	0.13043478260869565	6.8322981366459631E-2	0.14529914529914531	0	2020/21 Voluntary Turnover	CHTE	Comms	DIT	FST	H	&	SC	CfG	SEA	6.8187813456532964E-2	4.6838407494145202E-2	1.5243902439024392E-2	0.17298669145947115	5.9691033744665507E-2	7.8239115140846166E-2	4.4042079270604453E-2	2019/20 Average Turnover	CHTE	Comms	DIT	FST	H	&	SC	CfG	SEA	8.6300000000000002E-2	8.6300000000000002E-2	8.6300000000000002E-2	8.6300000000000002E-2	8.6300000000000002E-2	8.6300000000000002E-2	8.6300000000000002E-2	2020/21 Average Turnover	CHTE	Comms	DIT	FST	H	&	SC	CfG	SEA	7.1466885183565226E-2	7.1466885183565226E-2	7.1466885183565226E-2	7.1466885183565226E-2	7.1466885183565226E-2	7.1466885183565226E-2	7.1466885183565226E-2	Directorate


Percentage Turnover




